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Abstract 
 The purpose of this study was to explore to what extent the community and family 
factors such as spousal adjustment and children‘s education are related to the international 
adjustment of expatriates, and to examine to what extent the demographic factors of expatriates 
are associated with these non-work factors and expatriate adjustment.  
 This study followed the exploratory quantitative research approach, and data collection 
adopted a cross-sectional survey design which gathered information on a population from March 
of 2011 to October of 2010. The population in this study consists of Korean expatriates who 
have been sent overseas from Korean MNCs, as well as Korean expatriates who have been 
repatriated to Korea whose headquarters are located in Korea. The survey was completed by 120 
Korean expatriates who work for American branches of three major Korean multinational corporations X, 
Y, and Z, purposely selected as the sample. The data was analyzed using stepwise multiple 
regressions in order to account for the correlations between various demographic variables and 
the variables of research interest and to avoid any effects due to the order of data entry. 
 This study contributed to the field of the Human Resource Development by focusing on 
the following non-work factors. First, this topic focused on communities which have not been 
much studied in expatriate adjustment. Second, this topic focused on distinguishing different 
types of communities that facilitate expatriate adjustment. Finally, this study found that family 
factors, including spousal adjustment and children‘s early education abroad have an important 
relationship with expatriate adjustment.  
 The key findings of the current study indicated that cultural similarity had a significant 
positive relationship with overall adjustment, as well as all the subsidiary variables of expatriate 
adjustment. In other words, the less expatriates perceived cultural differences the more they felt 
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adjusted. Cultural novelty was especially identified as having the most variance in host national 
interaction and the least in work adjustment. The results were consistent with many previous 
studies by suggesting that expatriate adjustment is more difficult when the host culture is more 
different or distant. Another finding is that spousal adjustment had the most significant 
relationship among all the independent variables with each of the subsidiary dimensions of 
expatriate adjustment. In particular, spousal adjustment had the strongest effect on the general 
environment of expatriates, followed by host national interaction, and finally, work adjustment. 
This finding was noteworthy in that it confirmed the findings of previous research and showed 
that the role of family was stable in changing times. Children‘s early study abroad was confirmed 
as adding to the context of the adjustment of Korean expatriates who have foreign assignments in 
the United States. It is noteworthy that children‘s schooling, social life, and English development 
were highly related to the general environment, interaction and work adjustment of expatriates. 
However, both the preference for children‘s education in the United States and the intention to be 
expatriated for children‘s education were not related to expatriate adjustment. A sense of 
community turned out to have little influence on expatriates‘ adjustment in this study. 
 The implications for research and the practice of HRD are included and future research 
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The purpose of this study is to explore to what extent community and family factors 
including spousal adjustment and children‘s education are related to the international adjustment 
of Korean expatriates working in the United States. 
 This chapter presents several sections: (a) the background of the topic of this study, (b) 
the statement of the problem, (c) the purpose of the study, (d) the research questions, (e) the 
significance of the study, and (f) the definition of major terms. The first section will illustrate the 
background of the important points of this study on expatriate adjustment: (a) global integration 
as a context for the phenomenon of expatriation, (b) the importance of expatriation in 
international business and non-government organizations, (c) the international mobility of 
corporate expatriates, (d) the context of Korean expatriates, and (e) the meaning of expatriate 
adjustment and human resource development.  
Background  
Context for the Phenomenon of Expatriation: Global Integration. Globalization has 
been and is being defined by many scholars and practitioners. Its definitions recognize that 
globalization presents the notions of cross-the-border dynamics and the mobility of industries 
and their personnel in order to gain advantages among competitors. Yip (1989) presented a 
framework for thinking through globalization issues using four global industry drivers: 
underlying markets, costs, competitiveness, and environment. He then linked them to global 
strategy. Similarly, Briscoe, Schuler, and Claus (2009) noted that the drive and need for 
globalization has been created by rapid and extensive global communication, pressure on costs, 
the search for new markets, and e-commerce, among many other factors.  
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Within this context, multinational corporations (MNCs) attempt to achieve ―global 
integration,‖ which means ―the different parts of the corporation constitute a whole, and that 
decisions made are based on a global perspective‖ (Evans, Pucik, & Bjorkman, 2009, p. 125), 
and corporate expatriation is regarded as the direct tool of a corporation‘s global integration 
(Evans et al., 2009). The increase in the complexity and the uncertainty of global tasks requires 
the adoption of more complicated control tools for global integration including the personal 
controls reflected in the managerial hierarchy of roles and responsibility, the procedural controls 
involving standardization of procedures, the output controls focusing on the result, and the 
normative controls involving socialization and value (Harzing, 1999).  
Especially, within these control mechanisms, expatriation is explained by Evans et al. 
(2009) as a form of direct, hierarchical, and personal control: ―for the key managerial postings, at 
least, it is clear that management in these organizations trust their ‗own‘ people to operate as 
they are required to do, more than they trust the locals they employ‖ (Brewster, 1991, p. 33). 
Expatriation has been a tool of organizational control since the early stages of ancient Roman 
civilization when generals and governors were dispatched to represent the nation, as well as to 
make decisions on behalf of the Roman Empire. In today‘s world, expatriation has evolved 
mainly in business, staffing, and policy control (Evans et al., 2009).   
 The Importance of Expatriation in International Business and Non-Government 
Organizations. Bonache, Brewster, and Suutari (2001) nicely categorized the characteristics of 
expatriation into three phenomena related to MNCs‘ objectives: ―assignments as control,‖ which 
control the local responsiveness, ―assignments as coordination‖ of global integration, and 
―assignments as knowledge transfer‖ promoting learning organization. Several key points of 
these characteristics exist. First, MNCs want to increase effective local responsiveness by 
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selecting managers from subsidiaries who are capable of understanding local policy and politics, 
culture, and language. Second, in global integration, expatriates are the coordinators who can act 
as links between localities and headquarters, and thus, serve as tools of global integration. Third, 
regarding knowledge transfer, expatriates can utilize knowledge from headquarters that gives 
them a competitive advantage over other local companies.  
On the other hand, it should be noted that many non-government organizations (NGOs), 
charitable organizations, and global agencies face the same kinds of global issues and problems 
associated with sending and managing employees abroad. Examples of NGOs include many 
religious/church organizations and humanitarian organizations around the world, such as the Red 
Cross, Peace Corp, Oxfam, and Habitat for Humanity. In addition, global agencies such as the 
United Nations (UN), the World Bank, the World Trade Organization (WTO), and the 
Organization for Economic Cooperation and Development (OECD), also need significant 
expertise and experts to handle global issues (Briscoe et al., 2009).  
Mobility of Corporate Expatriates. By ―corporate expatriates,‖ this paper refers to 
those adults who go abroad to work for short- or long-term periods. Bhawuk and Brislin (1992) 
asserted that long periods of time living in another culture on a foreign assignment consist of 
―more than three years.‖ Currently, Evans et al. (2009) also quoted the Brookfield Global 
Relocation Services (BGRS) of 2009 whose published data profiled 180 expatriates from the 
Americas (50%); Europe, the Middle East, and Africa (49%); and Asia Pacific (1%). This data 
shows that 18% of the assignments were expected to be less than one year, 55% expected to be 
one to three years, 20% expected to be more than three years, and 7% expected to be permanent 
assignments. 
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BGRS (2009) supplied data about today‘s expatriates‘ characteristics, their diversity, and 
mobility in terms of ethnicity, gender, and roles. There are several things to consider. The large 
number of expatriates who are accompanied by their families implies that the well-being of 
families should be considered seriously, including child care, education, spouses‘ career 
development, and their adaptation to a new environment. These factors might be important to 
expatriates. Additionally, there is a great deal of mobility from both the East and the West. Since 
over half of the expatriates remain for three years, there should be careful planning to facilitate 
adjustment. About one-third of the spouses who accompany expatriates are accustomed to 
working, and have free time to fill. Enabling spouses to function in the host country and 
compensating them in some way for lost salaries and possible careers put on hold is important 
for retaining competent assignees and receiving effective returns on the company‘s investment in 
the expatriates.  
Data shows that the rates at which both multinational and national companies send 
employees abroad have increased tremendously (Black & Gregersen, 1999). The recent 
economic downturn, however, might impact the volume of expatriation. Considering this 
situation, Expatica HR conducted a survey in May and June, 2009, of over 200 multinationals. 
This study reveals that, despite the economic crisis, the overwhelming majority of companies 
still feel the need to send expatriates abroad even though they are reevaluating their policies in 
order to cut costs (Expatica.com, 2009). 
Expatica.com (2009) explains, ―Clearly, companies are looking to maintain the integrity 
of the global mobility program – but not at the expense of the expatriate. As everyone knows an 
expatriate assignment is costly. Once the correct candidate is selected, companies must ensure 
that each assignment is successful‖ (Expatica.com., 2009). 
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Expatriate Adjustment and Human Resource Development. Based on the current 
knowledge of expatriate adjustment, there are several implications pertaining to the theory and 
practice of human resource development. According to Friedman (1999), globalization is ―a way 
that is enabling individuals, corporations, and nation-states to reach around the world farther, 
faster, deeper, and cheaper than ever before‖ (p.9). As the boundaries of nations disappear, 
global competition becomes more severe. Consequently, the main concern for organizations is to 
survive and prosper. They must maximize their competitive advantages and transform 
themselves into more flexible and competitive organizations within their external environments 
(Marqaurdt & Berger, 2003). HRD recognizes these complex global issues and provides a 
holistic perspective which is taking ―a wider view‖ and also ―looking and understanding in a 
different way‖ (Lee, 2007). This holistic perspective includes understanding of the global and 
local, economic and social, individual and community, and considers the role of HRD 
professional as follows: 
… HRD is played out on a global as well as a local stage. To illustrate this perspective I 
examine the implications of three areas of global change for HR. Taken together they 
point to a future world of eroded geographical, national, and economic boundaries; to 
shifts in power, to a world of migration, and conflict for the technologically poor; and 
one of small cluster organizations, high skill and mobility, and longevity for the 
technological elite. This will affect us all—influencing jobs and security, and our 
morality… whatever our perspective in practice, if we do not take account of the wider 
picture; if we do not accept that our way of working is one of many; if we do not accept 
that we need to be able to justify what we do against a background of differences, then 
we are selling ourselves and our profession short‖ (Lee, 2007, p. 97). 
 
In order to maximize competitive advantage, the ability to learn a new task and adapt to 
an external environment is the key for success. Since HRD‘s role has evolved from supporting 
training to facilitating organizational development and giving strategic advice to organizations, 
the importance of HRD is increasing in organizations (Marguardt et al., 2003; Marsick & 
Watkins, 1994; Torraco & Swanson, 1995). 
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Context of Korean Expatriates. South Korea is an East Asian country considered to be 
an expanding global business power, and it is one of the fastest-growing developed countries in 
the world.
 
The South Korean economy now ranks as the third largest in Asia and the 12th largest 
in the world. Regarding world business, South Korea is one of the world's top ten exporters, 
maintaining the sixth-largest foreign exchange reserves in the world (South Korea, 2008). The 
United States is one of the most powerful global markets for South Korea‘s goods, and the 
relationship between these two countries is important to the business expansion of South Korea. 
Consequently, there are many Korean corporations with branches in the United States as 
part of their international operations. Two hundred and one Korean multinational corporations 
were registered with the Korean Chamber of Commerce and Industry (KOCHAM) in the United 
States in 1999 (Rhee, 1999). During the following 10 years, there was an increase of 
approximately 30 percent, with 323 companies registered with KOCHAM (Korean Chamber of 
Commerce and Industry in the USA, 2008). This is a dramatic increase considering that Korea 
only started opening to the world of globalization in the 1990s (Son, 1996). Recently, however, 
the economic crisis in the world has reduced the number of Korean multinational corporations in 
the United States to only 119 companies registered with KOCHAM (Korean Chamber of 
Commerce and Industry in the USA, 2010). 
Even though there is little research on Korean expatriates overseas, a study about the 
relationship of relevant personal characteristics to cross-cultural adjustment asserts that there are 
a variety of components affecting cross-cultural adjustment (Park, 2001). The flexibility of 
expatriates, their ability to adjust, and cross-cultural factors are important factors to consider 
when selecting and educating Korean expatriates (Son, 1996). A study on the cultural adjustment 
of Korean expatriates showed that the length of time spent in the host country and previous 
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international experience had a positive impact on their adjustments (Hwang & Moon, 2007). An 
analysis examining the motivations of both recruiters and selected Korean expatriates reveals 
that the expatriates consider their spouses‘ adjustment and cultural factors more seriously than do 
the recruiters of expatriates (Son, 1996). 
In a study on the relationship between performance and training programs, Lee and Choi 
(2007) explained that various cross-cultural training and development programs, which help 
Korean expatriates‘ language skills, cross-cultural understanding, and leadership/management 
competencies, were related to successful performance in the overseas assignment. Even though 
some large business conglomerates in Korea (chaebol) support study abroad and overseas 
educational programs, efforts to help expatriates have not been sufficient to address the demands 
of globalization. Even among the top 10 conglomerates, there are big gaps in the degrees of 
support. For example, some companies have only one person in charge of the expatriation 
preparation program; others have only one foreign language program; and others do not even 
have a single program for expatriates and their families (Rhee, 1997). In the situations in which 
there is insufficient formal support for Korean expatriates, cross-cultural adjustment through 
non-work factors, as the opposite concept of work factors, has more meaning and value. 
Overall, MNCs need to develop individuals who can adjust well in this fast-changing 
situation and integrate business globally. HRD needs to find solutions to help them. In HR 
journals, non-work factors have been proposed as important factors of expatriate adjustment, and 
HRD needs to consider these factors in order to help HRD professionals develop a broader 
perspective of HRD. While many expatriates are capable of achieving their business missions, 
there are still other expatriates who fail their global missions and return to their home countries. 
Reynolds and Nadler (1993) explained the significance of a humanistic perspective as one of the 
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success factors of business, in that ―human concern is the ‗glue‘ that holds the whole encounter 
together‖ based on Nadler‘s (1980) cubic-shaped SUCCESS model. Thus, we might assume that 
there are other important human issues which affect business success in addition to the 
competency of expatriates regarding achievement of global business goals.  
Benefits of non-work factors as one of the elements of humanistic perspectives are seen 
as increasingly important for expatriate adjustment. Therefore, this study examines the role of 
non-work factors on expatriate adjustment and explores what factors affect expatriate 
adjustment, and to what degree. This study especially focuses on the stages after arrival at the 
new site; non-work factors such as cultural novelty, adjustment of spouses and family, and 
community will be examined related to expatriate adjustment. 
Statement of Problem 
 This study addresses (a) the lack of empirical examination of the benefits of community 
and family factors in the literature, (b) the different types of communities influencing expatriate 
adjustment, and (c) the need for studying the influences of family-related factors, including 
spousal adjustment and children‘s early education abroad, that affect Korean expatriate 
adjustment. From individual perspectives, HRD may take a broader role in these types of non-
work factors in terms of the meaning of work which can richly influence workers and expatriates 
(Kuchinke, 1999).  
Purpose of Study 
This study investigates the relationship of community and family factors that affect 
expatriate adjustment. The purpose of this study is to explore to what extent the community and 
family factors such as spousal adjustment and children‘s education are related to the international 
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adjustment of expatriates, and to examine to what extent demographic factors of expatriates are 
associated with these non-work factors and expatriate adjustment. 
Research Questions 
 The overarching question is, ―What is the relationship between community and 
family factors and expatriate adjustment?‖ The following three subsidiary questions will 
be addressed: (a) what is the relationship between expatriate perception of cultural 
novelty and expatriate adjustment? (b) what is the relationship between expatriate 
perception of family-related factors and expatriate adjustment? And (c) what is the 
relationship between expatriate perception of community and expatriate adjustment? 
Theoretical Framework 
 Expatriate Adjustment. This study adopted the framework of an expatriate adjustment. 
This framework was introduced by Black (1988), Black and Stephens (1989), and Black, 
Mendenhall, and Oddou (1991) as the dependant variable. They suggested that there are three 
specific facets of international adjustment: (a) adjustment to work, (b) adjustment to interacting 
with host nationals, and (c) adjustment to the general environment. According to these 
researchers, these facets suggest that international adjustment may be a complex and 
multifaceted construct. They would expect that the specific variables within the "non-work" 
factors would have their strongest relationship with general and interaction adjustment rather 
than with work adjustment (Black et al., 1989, p. 295). 
A holistic understanding of individuals is important in considering expatriate adjustment. 
The holistic perspective has implications for how we approach the HRD field within the world of 
complexity that this study can consider (Lee, 2007).  
 10 
 Non-Work Factors. Non-work factors in this study include cultural novelty, adjustment 
of spouse and children‘s education, and a sense of community. Cultural novelty and adjustment 
of spouse, from the study of Black and Gregersen (1991a) are specifically chosen as independent 
variables, among others. A sense of community was chosen from the study of McMillan and 
Chavis (1986). The reason for these independent variables is that my previous unpublished Early 
Research Project (ERP) in the Human Resource Education department at the University of 
Illinois at Urbana-Champaign showed that informal non-work factors are significant to 
expatriates‘ adjustment.  
The purpose of my ERP, performed by using a qualitative ethnographic method over 
three Korean expatriates in the U.S., was to find what enables expatriates to adjust well in a new 
environment. The three informants identified workplace adjustment, adjustment beyond the 
workplace, and family adjustment as main concerns. These concerns reflect their cultural 
concepts, diasporic communities, socialization, religion, family education, and family situations.  
 First, cultural novelty refers to culture toughness (Mendenhall & Oddou, 1985; 
Black et al., 1989; Black et al., 1991a), or cultural distance, as defined by Church (1982). 
Church (1982) explains cultural distance as the phenomenon that the more culturally 
distant or different from the host culture the expatriate is, the more difficult the 
expatriate‘s adjustment will be. Cultural novelty provides the highest impact on 
expatriates during the first two years of their assignments (Torbiorn, 1982). Even though 
cultural novelty was regarded as a country-level variable, this study will examine 
individual perceptions of cultural novelty. For example, each individual might have a 
different extent of cultural distance based on his or her foreign experiences, language 
proficiency, gender, and age. 
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Second, Black et al. (1989) and Black et al., (1991a) indicated that the adjustment of the 
expatriate‘s spouse and family affects expatriate adjustment. Although the expatriate may 
possess the necessary skills for successful international adjustment, if his or her spouse does not 
possess these same skills, an aborted assignment may ensue simply because the spouse or family 
members cannot adjust to the new culture. Past reviews have consistently supported the 
importance of this non-work factor (Church, 1982; Mendenhall et al., 1985). A study by Black et 
al. (1989) provided further support for this conclusion on the basis of a positive and significant 
relationship between the adjustment of expatriates and spouses for a large sample of American 
expatriates on assignment in several different countries. 
 Sense of Community. Sense of community can be conceptualized by focusing on 
an individual‘s experience in the context of the community of which the members are 
part (McMillan et al., 1986). McMillan et al. (1986) defined the four basic elements of a 
sense of community as membership, influence, integration/fulfillment of needs, and 
shared emotional connection. This conceptualization indicates that the individual‘s 
experiences in the context of a collective social field will vary among individuals 
according to their relationships with the communities where they feel belongingness and 
connection (Uchelen, 2000). 
Sarason (1974) proposed that community psychologists have the responsibility to 
enhance members' psychological sense of community. Sarason‘s research might propose that 
neighborhood cohesion has a positive influence on the adjustment of expatriates who live in a 
certain community where they feel belonging and involvement. In addition, HRD could possibly 
intervene with the sense of community to enhance expatriate adjustment within the ethnic 
minority, religious, civic, and home communities. 
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In this study, types of communities in non-work situations consist of six communities, 
namely: Korean-American, Korean, religious, home country, expatriate, and civic.  
Korean-American community indicates the society in which Korean immigrants 
established businesses, residences, or institutions and, on the other hand, Korean community 
means the society in which the non-immigrant Korean groups who maintain Korean citizenship 
live or study temporarily in the United States. A religious community is the society where people 
gather to pursue the same religious belief, values, and principles. Home country community 
indicates the group of people remaining in the home country such as family and colleagues and 
supervisors at the headquarters. Based on the studies of expatriates (Bennett, Aston, & 
Coiquhoun, 2000), expatriate community refers in this study to physical, geographical, or virtual 
networks among the Korean expatriates. Finally, civil community is the group of voluntary civic 
and social activities that support the functions of society with collective action of shared interests, 
purposes, and values (The London School of Economics Centre for Civil Society's, 2004). 
In this study, types of communities in non-work situations consist of six communities: 
Korean-American, Korean, religious, home country, expatriate, and civic community.  
  Children’s Early Study Abroad (Choki Yuhak). 
 In this study, as a part of family-related factors among the non-work factors, children‘s 
early education abroad might be added to the context of Korean expatriates who have foreign 
assignments in the United States. South Korea‘s educational mobility for children must 
aggressively connect with the local ethnic Korean community for its adjustment and survival 
(Zhou et al., 2006). 
Zhou et al. (2006) showed that the records of enrollment in the nation‘s leading 
universities showed a dramatic increase of Asian Americans (i.e., 28 percent of the 
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undergraduates at the Massachusetts Institute of Technology, 25 percent at Stanford, 19 percent 
at Harvard, and 17 percent at Yale) and indicated that one of the majorities among Asian 
Americans is Korean Americans. Zhou et al. (2006) argued that, in order to move upward 
socially, ethnic social structures should support intangible community forces and development of 
social capital. Ethnic social structures, here, indicate various economic, civic, socio-cultural, and 
religious organizations, as well as social networks with members in an ethnic community (Zhou 
et al., 2006). 
Children‘s early education abroad, Chogi Youhak, is a new social phenomenon within 
Korea (Ablemann, 2009). Beginning early in the 1990s, Korean parents sent their children 
abroad to avoid the tremendous competition of college entrance examinations or to seek 
alternative ways to support their children‘s education. Kukmin Ilbo, one of Korea‘s daily 
newspapers, in its ―Nineteenth Anniversary Special Report‖ of 2007, summarized the dramatic 
increases of the chogi yuhak phenomenon as follows: ―In 2006, 13,814 elementary school 
students left for chogi yuhak (3,464 elementary school students left in 2002), while 9, 246 middle 
school students and 6,451 high school students left for the same reason (3,301 and 3,367 left in 
2002)‖ (Kukmin Ilbo, quoted in Abelmann, 2009, p.174). The students often came along with 
their parents‘ immigration or as part of their parents‘ temporary work relocation for a Korean 
corporation abroad. Korean parents‘ (and grandparents‘) educational investment in their children 
and recent chogi yuhak fever are beyond imagination. In this Korean social context, children‘s 
early education abroad might be regarded as an important factor among the family-related factors 
pertaining to expatriate adjustment. 
 The following is the theoretical framework that displays the relationship of cultural 
novelty, community, and family factors with expatriate adjustment. 
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Figure 1. The framework of the relationship of cultural novelty, community, and family 
factors with expatriate adjustment 
 
Significance of the Study 
 This study contributes to the field of the Human Resource Development by (a) 
focusing on communities which have not been much studied in expatriate adjustment; (b) 
distinguishing different types of communities that facilitate expatriate adjustment; and (c) 
considering family factors, including spousal adjustment and children‘s early education 
abroad. 
Limitations 
This study has the following limitations. First, the data is self reported by expatriates. 
Therefore, variables are measured by participants' perceptions, not triangulated. Similarly, the 
expatriates' perceptions could also be different from other individuals‘ perceptions to some 
degree. Second, participation is limited to the Korean expatriates of three big Korean MNCs in 
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results might be different. Finally, there is a limitation in that this study measures a point in 
cross-sectional expatriate adjustment even though cross-cultural adjustment is a long process. 
Definition of Major Terms 
Expatriate Adjustment. Expatriate adjustment refers to expatriate's psychological 
comfort with respect to international environmental demands. As a multidimensional construct, it 
is comprised of adjustment to the general environment, work, and interaction with host nationals 
(Aycan, 1997; Black, 1988, Black et al., 1991). 
Corporate Expatriates. Corporate expatriates are workers who are sent to overseas 
subsidiaries to fulfill an organization‘s mission for a short- or long-term period. Bhawuk et al. 
(1992) asserted that long periods of time living in another culture on a foreign assignment consist 
of more than three years. 
Community. Community can refer to individuals, groups, and societies who have a 
common interests, locations, and history. For example, the Merriam-Webster online dictionary 
describes community as ―a unified body of individuals,‖ ―a group of people with a common 
characteristic or interest living together within a larger society,‖ ―society at large,‖ and ―joint 
ownership or participation‖ (Merriam Webster, 2010). Similarly, the word is often used to 
illustrate a group that shares common values and is associated with social cohesion in a location. 
The word can also refer to the national or global community, or transnational community 
(Hillery, 1955; Portes, 1996). In this study only non-work related community was measured. 
Sense of Community. The sense of community is a concept pertaining to an individual‘s 
experience in the context of the community of which he or she is a part. There are four 
components which make up a sense of community: membership, influence, 
integration/fulfillment of needs, and shared emotional connection (McMillan et al., 1986). This 
 16 
conceptual idea of the sense of community captures various aspects of the individual‘s 
experiences in a collective context. These aspects will be unique to each individual according to 
their relationships with the communities to which they belong (Uchelen, 2000). 
Cultural Novelty. In this study, cultural novelty refers to the cultural toughness or 
cultural distance found between Korea and the U.S. Some countries' cultures seem to be more 
difficult to adapt to than others. The more culturally distant or different a host culture is from a 
person's own, the more difficult it is for him or her to adjust (Black, et al., 1991; Black et 
al.,1989; Church, 1982; Mendenhall et al., 1985). Even though cultural novelty is regarded as a 
country-level variable, it is treated in this study as an individual-level variable. 
 Adjustment of Spouse and Family. Adjustment of spouse and family refers to their 
psychological comfort with respect to the international environment. Although the expatriate 
may possess the necessary skills for successful international adjustment, if his or her spouse does 
not possess these same skills, an aborted assignment may ensue simply because the spouse or 
family members cannot adjust to the new culture (Church, 1982; Mendenhall et al., 1985; 
Shaffer & Harrison, 2001; Son, 1996)  
 Children’s Early Study Abroad. Early study abroad means pursuing educational 
opportunities in a country other than one's own, especially, for children before college 
(http://dictionary.babylon.com/study%20abroad/). Children are sent to another country or follow 
their parents who move to another country to work or live temporarily. This is a specific 
phenomenon in developing countries where parents send their children to study abroad in 
developed countries, anticipating their children‘s better futures. This occurs in South Korea 
prevalently, where thousands of children go abroad alone or with their family, mainly to the 





This chapter presents four sections: (a) expatriate adjustment, (b) sense of community, 
(c) cultural novelty, and (d) early study abroad. The first section is divided into three parts: (a) 
expatriates‘ adjustment related to the topic of work, the individual, and the family, (b) culture 
related to expatriates‘ adjustment, (c) the cyclical model of the expatriate adjustment process, 
and (d) the empirical research in expatriate adjustment. The second section describes the concept 
of the sense of community and presents different types of communities, such as ethnic minority 
(here, Korean-American and Korean) communities, religious communities, home country 
communities, expatriates communities, and civic communities. The third section explains the 
concept of cultural novelty delineating the main differences between Korean and American 
cultures. Finally, the fourth section illustrates the phenomenon of early study abroad because of 
the Korean educational zeal to learn English.    
Expatriate Adjustment 
In complex global industries, an understanding of quick market changes, international 
business policies, and different cultural norms is important to compete in the business markets. 
Broadly, expatriation is conceptualized as ―the degree of fit between the expatriate manager and 
the new work and the new environment‖ (Aycan, 2001, p.123). The MNCs‘ expatriates‘ 
adaptation to new tasks, cultures, and industrial environments has become a critical issue in 
recent decades as international companies have increasingly established affiliated offices 
overseas to integrate globalization (Black et al., 1991a). 
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Work and the Individual and the Family. The word ―work‖ carries a variety of 
meanings, from physical manual labor to the mental exercise of office mangers. It can be the tool 
of earning daily bread or expanding one‘s hope and dream through a vocation. Ciulla (2000) 
explained that the predominant economic interpretation of work in this society asserts that ―being 
on the job‖ is the same meaning as the economic interpretation of work (p.3). She then 
questioned, ―What is so great about work?‖ The answer can simply be summarized by realizing 
that ―so much of our personal well-being and identity rest on our jobs‖ (p.21). This perspective 
indicates the indispensible relationship between work and individuals‘ values. 
In addition, Flesher (2009) claimed that, from the perspective of practice, the work values 
of organizations should be examined by individual value paradigms because the organizational 
success ultimately relies on an individual‘s values and ―processes of meaning making.‖ Work 
interrelates and creates both individual and organizational value. 
From organizational and individual perspectives, the success of expatriates‘ new tasks in 
different business cultural environments is the main factor related to expatriate adjustment 
(Evans et al., 2009). Evans et al. (2009) also noted that recent researchers‘ interests shifted from 
exploring the failure of expatriates measured in numbers to exploring individuals‘ intercultural 
adjustment. Cross-cultural knowledge for business expatriates is stressed because there are many 
studies which describe failure in overseas missions as a result of workers‘ poor adjustments to 
their new environments (Baker & Ivancevich, 1971; Black, 1988; Black et al., 1990; Tung, 
1981). This research explains that the success or failure of cross-cultural adjustment for 
expatriates has a significant impact on the corporate cultural climate and on employees‘ 
happiness and productivity (Littrell et al., 2006). Expatriates‘ adjustments in different cultural 
environments have critical impacts on the success of their missions and their individual lives.  
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Aycan (2001) comprehensively identified the three facets of expatriate adjustment, 
namely: (a) Psychological adjustment, which refers to maintaining good mental health or 
psychological well-being, (b) Sociocultural adjustment, which refers to being fully adapted to the 
new society, engaged in daily requirements and positive interpersonal relationships, and (c) work 
adjustment, which refers to adequate job performance, a positive attitude to a new role, and 
achievement regarding job tasks. Aycan (2001) included individual adjustment to socioculture as 
part of the expatriates‘ adjustment, as well as work and individual factors. A cross-cultural 
adjustment in cross-national settings is embedded in the expatriates‘ perspectives on work, life, 
and society. This adjustment is exhibited in their ability to carry out work tasks, to use the native 
language proficiently, and to be a social member of their own ethnic group, as well as the 
indigenous community (Harrison, Chadwick, & Scales, 1996). Such adjustment presumably 
affects the work performance of individuals in the organization, the well-being of their families 
(Shaffer et al., 2001; Shaffer, Harrison, Gilley, & Luk, 2001), and their social lives, particularly 
as seen from their own perspectives. Furthermore, the research describes adjustment as a 
complex phenomenon consisting of a variety of realities, including cultural aspects, corporate 
support, and the unique surroundings of expatriates‘ competencies. 
In addition, spouses‘ difficulty in adjustment to different foreign environments and the 
related family problems (Shaffer et al., 2001) are often proposed as other key factors in 
expatriates‘ adjustment (Tung, 1988). For the expatriates and their families, adjusting to life 
abroad is a significant and important factor (Black et al., 1991a; Blassingame, 2002; Tung, 
1988). These interpretations illustrate the complex factors affecting cross-cultural adjustment and 
suggest that there are various contributing factors both inside and outside the workplace.  
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To improve their situations, expatriates try activities both outside and inside the 
company and with their families. While socialization is critical to their adjustment, the family‘s 
functioning is the most important factor in the adjustment process. Fukuda and Chu (1994) also 
found from their research in Hong Kong and Taiwan that children‘s education and the spouse‘s 
social life were important issues in expatriates‘ lives, as well as the main causes of their 
problems.  
Therefore, expatriate adjustment needs to be treated from the broader context of the value 
of individuals and meaning of work, not just achieving business goals. Kuchinke (2009) 
illustrated that the meaning of work should be understood as ―a socially constructed phenomenon 
subject to a variety of influences within and outside the individual and to situational and 
historical influences (p. 171)‖, and they are not only fixed but also unceasingly developing 
identity creation and self-representation. Similarly, from the international perspectives, work is 
influenced by cultural values and norms, as well as by sociopolitical and institutional situations 
in society (Ardichvili & Kuchinke, 2009). The influence of family and children‘s education on 
expatriate adjustment in Fukuda et al.‘s (1994) finding can be understood in this context.  
Culture. Expatriates work extensively on complex tasks and have frequent intercultural 
interactions (Bhawuk et al., 1992). Culture is the broad intrinsic artifact with which they need to 
deal. There are studies that argue that training programs tailored to national cultural 
characteristics are effective (Hofstede, 1984; Triandis, 1995). The collective characteristics of a 
nation‘s culture (Hofstede, 1984) and its horizontal and vertical dimensions (Triandis, 1995) 
divide national characteristics into cultural norms, which, if used for cultural orientation, would 
help employees adjust to the general concepts of corporate culture. 
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Cyclical Model of the Expatriate Adjustment Process. Some scholars explain 
adjustment as ―place‖ and ―time,‖ in that adjustment takes place within or during a certain period 
of time living in a culture different from that of someone‘s native country (Black & Mendenhall, 
1990). There are also studies about the geographic distances and political tension attributed to 
―cultural sensitivity‖ in global business. These also influence the organization as a success factor 
of cross-cultural adjustment (Marquardt & Sofo, 1999).  
Pre-Departure Cycle. In the pre-departure phase of expatriation, selecting appropriate 
people and their preparation for a foreign assignment are the main issues (Bonache et al., 2001). 
Bonache et al. (2001) pointed out that even though there are criteria for selection of expatriates 
set by departments or companies, in practice, the selection is not sufficiently organized or related 
to the mission. They predicted that, given the complexity of expatriate work, the preparation may 
add more problems (Bonache et al., 2001). Related to the selection process, an empirical study 
by Pucik (1992) showed how the motivation for expatriation can differ from one person to 
another (See Figure 2). He divides the motivation for foreign assignments into two parts: 
demand-driven (e.g. filling a position) and learning-driven (e.g. management development). 
While traditional expatriates are more in the demand-driven category, taking roles of control or 
roles of knowledge transfer as the corporate agent or the problem solver, more recent expatriates 
possess learning motives that seek meaning within expatriation, such as building personal 
experiences or developing their competence as a good tool for self-achievement. Furthermore, 
several studies suggest that in order to ensure that expatriates have ―realistic expectations‖ about 
successful adjustment, language acquisition and cross-cultural training before departure for their 
global assignments are significant factors affecting their cross-cultural adjustment (Caligiuri, 
Phillips, Lazarova, Tarique, & Bürgi, 2001; Lester, 1994; Solon, 2000).  
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Figure 2. The purpose of expatriation: Demand-driven vs. learning-driven (Pucik, 1992) 
 
In-Country/Post Arrival Cycle. The post arrival stage is the most important to expatriates 
and organizations since that is when they actually perform and achieve their mission in host 
countries. Expatriates‘ successes are generally defined according to the following three 
categories: completion of the foreign assignments, cross-cultural adjustment during the 
assignments, and good performance on the job while on the assignments in the host countries 
(Caligiuri et al., 2001). However, again, Bonache et al. (2001), assert that there are difficulties in 
measuring the successes of expatriation in practice. 
During the in-country /post arrival stage, Selmer, Torbiorn, and De Leon (1998) 
identified four phases of the adjustment process based on how psychological predispositions 
affect the expatriates‘ cross-cultural adjustments. The four phases are categorized as (a) the 
ethnocentric phase, (b) the culture shock phase, (c) the conformist phase, and finally, (d) the 
culturally adjusted phase. According to these phases, Selmer et al. (1998) indicate that 
―[e]ffective training occurs when the cross-cultural content coincides in time with the 











This means that when the cross-cultural training is applied to the different phases of adjustment 
according to the psychological ―receptivity‖ of the expatriates, the expatriates enable themselves 
to fit into their new environments. 
 
Figure 3. Application of behavior and clarity of operant frame of reference over time during the 
expatriate period (Selmer, Torbiorn, & De Leon, 1998) 
 
In Figure 3, based on the cognitive world view of expatriates within the home culture, 
habitual patterns of behavior are effective; however, when the expatriate is assigned to an 
unfamiliar host culture, habitual behaviors may be regarded as inappropriate in the context of the 
local norms. Cross-cultural adjustments would require learning new behaviors which are better 




Figure 4. The cross-cultural adjustment process (Selmer et al., 1998) 
Figure 4 depicts the development of the applicability of new behaviors and the clarity of 
an emerging frame of reference derived from the host culture. The relationship between 
applicability and clarity indicates four distinct phases in the cross-cultural adjustment process: 
(a) the ethnocentric phase (high clarity - low applicability), (b) the culture-shocked phase (low 
clarity - low applicability), (c) the conformist phase (low clarity - high applicability), and (d) the 
adjusted phase (high clarity – high applicability). ―Mere adequacy‖ refers to the minimum levels 
of cognitive clarity and behavioral applicability which an individual considers to be necessary 
for cultural adjustment. The dynamics of cross-cultural adjustment suggest that the effectiveness 
of training differs at the various phases of the foreign assignment, according to the changing 
psychological receptivity of expatriates. Therefore, pre-departure training provides essential 
information and material about initial adjustment problems. For example, training in the 
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ethnocentric phase focuses on the cultural-contrast method/fact-oriented training. However, 
during the culture shock phase, cross-cultural training will be most effective and include actual 
cross-cultural experiences by carrying out role plays, simulations, and situation exercises. 
Finally, the training in the conformist phase provides chances for the host-culture‘s members to 
interact with host nationals and experienced expatriates. 
 Another process model of expatriate adjustment developed by Aycan (1997) examines 
expatriation as a multifaceted phenomenon influenced by two factors, the individual and the 
organization. Expatriation is the process that accompanies different adjustment experiences in 
five distinctive phases: (a) Pre-departure preparation, (b) Post-arrival initial contact, (c) 
Appraisal and coping, (d) Psychological and adjustment outcomes, and (e) Long-term outcomes 
of expatriation for global leadership development. In this process model of expatriation, Aycan 
(2001) tried to demonstrate that the success of expatriate adjustment through the five phases can 
develop global leaders who have competency dealing with business, technology, and managerial 
tasks, coping with uncertainty and conflict, bearing multiple perspectives, and communicating 
and motivating themselves and others to succeed. 
With regard to the factors affecting expatriates‘ adjustment, Shaffer, Harrison and Gilley 
(1999) defined determinants of expatriate adjustment. They concluded that factors existed in five 
categories, namely: (1) job factors, (2) organizational factors, (3) positional factors, (4) non-work 
factors, and (5) individual factors. This study explained that the complex factors needed to be 
integrated and balanced appropriately to attain successful expatriate adjustment within and 
beyond organizations. Experiences in the workplace, organizational situations, position matters, 
and individual or non-work situations (Shaffer et al., 1999) contain assumptions regarding values 
as personally relative; therefore, these experiences need to be understood. The most important 
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factor of cross-cultural adjustment is that it boosts expatriates‘ adjustment to their new 
challenging mission and their lives overseas. 
Repatriation Cycle: Readjustment, Withdrawal, or Failure. The last stage or another 
new stage of international assignments will be one of the following: repatriation to the home 
country, redeployment to another county, localization in the host country, or an alternative 
choice. In the repatriation cycle, many researchers focus on the success or the failure of 
expatriates‘ foreign assignments and readjustment to their home countries. It is not easy to return 
to home countries since it requires effort to rebuild social networks, to retrieve previous work 
patterns, and to adjust to another new environment again. Due to such difficulties, repatriates 
often experience ―reverse culture shock‖ in home situations (Black, 1992). A report states that a 
quarter of the repatriates quit their jobs within 1 year after repatriation (Black, Gregersen, 
Mendenhall, & Stroh, 1999). This problem is related to poor career management systems and the 
home companies‘ lack of a guaranteed job, as well as family maladjustment to the home country 
again (Stahl, 2000). The culture shock is sometimes greater than the original expatriation (Black 
& Gregersen, 1991b).  
On the other hand, while a premature return without completion of the foreign 
assignment is regarded as failure (Tung 1981), there are questions pertaining to the meaning of 
failure and repatriation (Evans et al., 2009; Takeuchi, Marinova, Lepak, & Liu, 2005). 
Particularly, Takeuchi et al. (2005) explored the meaning of a premature return and interpreted it 
into various kinds of decision making outcomes (See Figure 5 and Figure 6). The typology of 
expatriate adjustment considers both adjustment to the host country and reevaluation of the home 
culture based on their points of view regarding the cultures (See Figure 5). 
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Figure 5. Dissonant reduction and types of dualistic adjustment (Takeuchi, Marinova, Lepak, &   
 Liu, 2005) 
 
Figure 6. Model of expatriates‘ withdrawal decision making (Takeuchi et al., 2005) 
In Figure 6, the four different paths from 1 to 4 consider different types of adjustment, 
such as dual high adjustment, unilateral maladjustment to the host culture, unilateral 
maladjustment to the home culture, and dual low adjustment. As the result of the decision 
making, the different situations are as follows (See Figure 6): 
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• Path 1: Expatriates‘ adjustment to the host culture is low, but their evaluation of the home 
culture is positive. The outcome of decision making is to return home but turnover, or 
return home and stay at the same company. 
• Path 2: If expatriates have negative views on both their adjustment in the host culture and 
the home culture, the outcome is to turn over and search for a third country, or request an 
internal transfer to a different foreign subsidiary. 
• Path 3: Expatriates‘ turnover is not limited to any geography because reevaluation of 
their home and adjustment to the host culture are high. The outcome is to turn over, or 
finish the assignment and return home. 
• Path 4: Expatriates are well-adjusted in the host culture, but have negative views of the 
home culture, because of their changed viewpoints. As a result, the outcome is to turn 
over and stay in the host country or request extension of their assignment. 
• No (search alternatives) decision: They maintain the status quo and complete the 
assignment. They will quit and move to a third country or request an internal transfer to a 
different foreign subsidiary. 
This model allows for various kinds of turnover and shows that one of the outcomes of 
expatriates‘ decision-making could be any of the following: different types of turnover (at home, 
in the host country, or in the third country), early return, internal transfer, extension request, or 
completion of the assignment.  
Empirical Research in Expatriate Adjustment. 
At the Organizational Level. At the organizational level, the best practice for expatriate 
adjustment begins with choosing ―the right people‖ who have the needed potential capabilities. 
In selecting expatriates who are assumed to have the global skills to adjust well in foreign 
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countries, Black et al. (1999) suggested the following characteristics: a drive to communicate, 
broad-based sociability, cultural flexibility, cosmopolitan orientation, and a collaborative 
negotiation style.  
As one example of the best practices in this initial stage, the LG Group (a Korean 
conglomerate) undertook a rigorous procedure for assessing expatriate candidates. A survey was 
designed that asked 100 questions to assess the degree of candidates‘ cross-cultural skills and 
preparation for global tasks. Then, through discussions of optimal cross-cultural training and 
future on-the-job experiences that could enhance their abilities, the expatriate candidates 
produced their own individual plans and time tables. This chance to develop the candidates‘ 
skills allowed 97% of them to accomplish their missions (Black et al., 1999).  
Briscoe et al. (2009) summarized the best practices in international assignee selection, 
focusing more on HR strategy. Their main points involved HR in global strategic planning, 
which included linking each assignment to corporate strategies, involving HR in assignment 
decisions helping assignees and their families during and after assignments, adopting assessment 
processes to select the best assignees for foreign assignments, and administering consistent 
international assignments covering all phases from designing the tasks to the return of the 
employees and their families. In fact, the summary covered all the processes that can promote 
smooth expatriations. This implies that the selection stage, the post-arrival stage, and even the 
repatriation stages need to be planned. Expatriates should also be kept consistently informed to 
help them with their adjustment. 
Nevertheless, the success cases of repatriation are rare because of the difficulties inherent 
in the nature of cross-cultural adjustment. Monsanto, however, exercised best practices with 
which to solve complicated repatriation problems (Black et al., 1999). Monsanto planned the 
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next mission for repatriates three to six month in advance. The Senior HR officer and a line 
manager, whose position is above the expatriates‘ positions, assess the expatriates‘ skills. The 
expatriates themselves also submit reports, including self-assessment and career goals. Later, all 
three gather and decide the best fit for the expatriate and the organization.  
 An empirical study with German and Japanese expatriates can support the evidence 
from the Monsanto case, in that the study suggests that the most troublesome expatriation 
problems originated in poor career management systems and blocked relations with 
headquarters, rather than adjustment to the foreign culture (Stahl, 2000). On the other hand, 
another study suggested three practices in cross-cultural training (CCT), based on a study of the 
strong impact of ―pre-departure expectations‖ on expatriate adjustment. First, the authors 
(Caligiuri et al., 2001) recommended customizing the design of any CCT program explicitly to 
an individual expatriate's situation. For example, the specific location of the assignment, the 
family situation, and the expatriate‘s position within the company should be considered in order 
to provide maximum relevance to individual expatriates. Second, even if the expatriate candidate 
can speak the same language as that of the host country, CCT should still be provided. For 
example, transitions from the UK to the US were much more difficult than expected. Third, in 
order to enable the expatriates' accurate pre-departure expectations, it is best to offer more than 
just CCT. For example, it is ideal to visit the host country prior to accepting the assignment, 
receive formal and informal counseling about the expected assignment, and discuss experiences 
of relocation with former expatriates. The authors emphasized that MNCs should consider the 
fact that the information they provide to expatriates prior to the foreign assignment can affect the 
expectations of assignees a great deal. When expectations are matched to the information 
accurately, their adjustment in new tasks and places will be much easier.  
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Any global business mission entails the risk of failure, which can result in substantial 
financial losses (Black et al., 1990; Varner & Palmer, 2002). The success or failure of cross-
cultural adjustment for expatriates has a significant impact on the corporate cultural climate and 
on employees‘ happiness and productivity (Littrell, Salas, Hess, Paley & Riedel, 2006). 
There is a large body of literature that emphasizes the importance of formal training for 
employees in order to reduce the risk of failure and promote success (Caligiuri et al., 2001; 
Dillon, 1990; Lee et al., 2007; Selmer et al., 1998; Son, 1996). Multinational corporations have 
increased cross-cultural training programs for their international managers in order to enable 
them to carry out their global missions successfully (Osman-Gani, 2008). This is encouraging, 
considering that, as recently as the late 1980s, only 30 percent of the companies in the United 
States provided cross-cultural training programs (Black, 1988). Nonetheless, it is not easy to 
establish an efficient and effective formal training program because of the shortage of resources 
and the expenses involved in facilitating long-term adjustments. Moreover, consideration must 
be given to the limitations of time, space, and the necessarily short-term duration of formal 
training programs (Eraut, 2004). 
At the Individual Level. Even though there is no question about the importance of 
expatriates learning through formal training, in cases where formal training is absent, expatriates‘ 
various activities might be significant in cultural adjustment (Bhawuk et al., 1992; Fukuda et al., 
1994; Selmer 2001). Increasingly, scholars recognize that activities for cross-cultural adjustment 
take place in both work and non-work contexts, and that they play a significant role in cross-
cultural adjustment (Shaffer, et al., 1999). Thus, these scholars recognize that expatriates‘ cross-
cultural adjustment occurs during social interactions in everyday life. This perspective is well-
suited for consideration by expatriate workers because of the complex interactions associated 
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with adjustment across the various venues of their daily lives (Haslberger, 2005). Dynamic social 
interactions among expatriates will take place because of their complicated job tasks 
(Boyacigiller, 1990).  
Sense of Community  
Gusfield (1975) defined two concepts of community: (a) territorial and geographical 
community, such as neighborhoods and cities, and (b) relational community, which refers to 
human relationships without the notion of geographical bounds. Currently, the concept of 
community seems to vary from a community gathering to engage in a hobby focusing on 
individual interests to the ―transnational community within world system‖ (Portes, 1996). 
With respect to other definitions, community is a social group within a larger society, 
people who resides in a specific location, and even an assemblage of plants and animal 
populations occupying a given area. From ecological perspectives, community is regarded as the 
relationship of a human group to the environment as a sustaining resource for human life (Brody, 
2000, p.941). 
Moreover, community is not merely considered a neighborhood where a particular ethnic 
group‘s members and businesses reside or are geographically bound. Community involves group 
members with a shared heritage, as well as a set of shared values, beliefs, behavioral standards, 
and coping strategies. Community physically extends to social institutions and interpersonal 
networks that have been constructed by group members (Zhou et al., 2006.). 
The sense of community, or the psychological sense of community, is regarded as the 
conceptual center of the disciplines of community psychology which focus on the multifaceted 
and complex experience of community. This delineates, in detail, the individual's perception, 
understanding, attitudes, and feelings about community (Sarason, 1974, 1986). Sarason (1974) 
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defined the psychological sense of community as "the perception of similarity to others, an 
acknowledged interdependence with others, a willingness to maintain this interdependence by 
giving to or doing for others what one expects from them, and the feeling that one is part of a 
larger dependable and stable structure" (p. 157). This scholar‘s definition explains the strong 
psychological tendency of interactive relationships between individuals and communities and 
among others in a community. 
Later, McMillan et al. (1986) proposed the most influential theory of the sense of 
community and explained its concept as "a feeling that members have of belonging, a feeling 
that members matter to one another and to the group, and a shared faith that members' needs will 
be met through their commitment to be together" (p. 4). 
Based on the findings of my previous research, which involved in-depth interviews with 
three Korean expatriates, I propose that community affects Korean expatriate adjustment. Also, 
my proposal is based on the fact that community especially affects Korean expatriate adjustment 
in the context of Korean culture, including an orientation to collectivism. Therefore, the sense of 
community that Korean expatriates perceive might be one of the important factors in their 
adjustment in the U.S. 
McMillian et al. (1986) examined the complex dynamics of the sense of community 
forces in their study encompassing both the territorial communities and professional and spiritual 
aspects. They addressed four components of the sense of community, namely (a) membership, 
(b) influence, (c) integration/fulfillment of needs, and (d) shared emotional connection. Uchelen 
(2000) pointed out that McMillan et al.‘s sense of community explains various aspects of an 
individual‘s experiences with the community, no matter whether the individual is aware of it or 
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not. They are dependent on the types and the terms of the relationships with the communities to 
which they belong.  
Membership. Membership, the first component of sense of community, indicates ―a 
feeling of belonging, or being a part,‖ and it consists of five attributes, including (a) boundaries, 
(b) emotional safety, (c) a sense of belonging and identification, (d) personal investment, and (e) 
a common symbol system. These attributes provide members with the sense of belonging to the 
community or, vice versa—not belonging (McMillan et al., 1986). 
Boundaries, the first attribute of belonging, are a type of standard with which to discern 
who belongs or not. Sometimes, deviation is used as a tool of discernment in certain religious 
practices with closed membership (Erikson, 1966). On the other hand, protection against threats 
and strong social connections might be positive benefits of boundaries. For example, boundaries 
can distinguish classes and ethnic groups from others for the purpose of protecting themselves 
from threats (Berger & Neuhaus, 1977).  
Second, belonging provides emotional safety, which means feeling secure while 
accompanied by members that protect group intimacy. Third, the sense of belonging and 
identification refers to a feeling of acceptance and a willingness to make sacrifices for the group 
to which they belong. The fourth attribution of belonging is personal investment which can 
create emotional connections that make membership more meaningful and valuable. Fifth, a 
common symbol system, such as language, dress, national flags, and logos is both the way of 
understanding community and distinguishing boundaries in collective representation among 
groups, communities, and countries. 
Influence. Influence, the second component of the sense of community, works in both 
ways— members need to feel that they have some influence in the group, and some influence by 
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the group is needed for group cohesion. McMillan et al. (1986) proposed that (a) members are 
more attracted to a community in which they feel that they are influential, (b) both conformity 
and community influence on members indicate the strength of the bond, (c) conformity serves as 
a force for closeness as well as an indicator of cohesiveness (d) the influence of a member on the 
community and influence of the community on a member operate concurrently, and one might 
expect to see the force of both operating simultaneously in a tightly-knit community (p. 12). 
Integration and Fulfillment of Needs. As the third component of the sense of 
community, integration and fulfillment of needs indicates that when members participate in the 
community, they have a sense of reward by reinforcement, which acts as a motivator of behavior. 
There are several kinds of reinforcements, such as one‘s status as a member of a successful 
group, competence or skillfulness that benefits members, and shared values taught by families 
and cultures that can lead people to meet the needs of others as well as meeting their own needs 
(cf. Riley, 1970; Zander, Natsoulas, & Thomas, 1960, quoted by McMillian et al., 1986). 
Shared Emotional Connection. As the fourth component of the sense of community, 
shared emotional connection involves the feeling of a shared history. The group members need 
to know their history even though they may not have attended events. The strength of the 
community will be facilitated by the interaction of its members over a shared event. In detail, 
McMillan et al. (1986) summarized the following features as significant principles of shared 
emotional connection: (a) the more people interact, the more likely they are to become close 
(contact hypothesis); (b) the more positive the experience and the relationships, the greater the 
bond; in other words, success facilitates cohesion (quality of interaction); (c) if the interaction is 
ambiguous and the community‘s tasks are left unresolved, group cohesiveness will be inhibited 
(closure to event); (d) the more important the shared event is to those involved, the greater the 
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community bond (shared valent event hypothesis); (e) investment determines the importance to 
the members of the community‘s history and current status (investment); (f) reward or 
humiliation in the presence of community has a significant impact on the attractiveness of the 
community to the person (effect of honor and humiliation on community members); and (g) the 
spiritual connection of the community experience is the primary purpose of religious and quasi-
religious communities and cults (spiritual bond). 
Overall, these attributions operate on one another and interact dynamically together to 
create and maintain the sense of community (See Table 1). 
Table 1  
 
Elements of the Sense of Community and Their Hypothesized Relationships (Excerpted from 




The above conceptualization of the sense of community explains various aspects of the 
individual‘s experiences. These experiences will vary according to an individual‘s relationships 
to the communities (Uchelen, 2000).  
Buckner (1988) added an important framework to the sense of community. He proposed 
a construct called collective ―cohesion‖ and defined the sense of community as ―the sense of 
belongingness, fellowship, ‗we-ness,‘ identity, etc., experienced in the context of a functional 
(group) or geographically based collective‖ (p.773). He projected that neighborhood 
cohesiveness which is geographically bounded can be utilized in order to seek understanding of 
the relationship of cohesion and the neighborhood strengths, in addition to problems, 
neighborhood planning, and organization, as well as social intervention.  
He proposed the following three elements of cohesion: (a) residents' sense of community 
felt within the context of the neighborhood, (b) residents' degree of attraction to live and remain 
in the neighborhood, and (c) residents' degree of interaction within the neighborhood. The fit of 
these elements of cohesion makes residents feel a strong sense of community, and thus engage 
often in neighbors‘ activities while preferring to live as residents of the neighborhood (Buckner, 
1988). Uchelen (2000) also pointed out that the concept of cohesion proposed by Buckner (1988) 
attempted to shift the individual level of the sense of community to the collective level of the 
sense of community.  
Types of Community. In this section, six different types of communities that Korean 
expatriates might encounter in their surroundings will be presented and illustrated: Korean-
American, Korean, religious, home country, expatriate, and civic community. Each has unique 
characteristics, but in some aspects, the roles and functions of the communities overlap. For 
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example, religious community and Korean-American community overlap when Korean-
American churches provide bible study and Korean language programs for Koreans or Korean-
Americans. However, the distinction between different types of communities depends on the 
perception of how expatriate perceive communities and this section explains conceptual types of 
communities. 
 Ethnic Minority Community: Korean-American Community and Korean Community.  
The history of Korean immigration to the United States consists of three distinct phases, 
namely: 1903 to 1949 (laborers), 1950 to 1964 (international marriage, small number of elite 
students), and 1965 to present (large family immigration). The ethnic Korean population grew 
from less than 100,000 in 1970 to more than 1.2 million in 2000 (Zhou & Kim, 2006). The 
authors showed that the majority of Korean Americans immigrated from Korea, but the number 
of U.S.- born Korean Americans is still quite small, about 20% in 2002. 
In big metropolitan cities, such as New York, Chicago, and Los Angeles, Korean 
American populations are high, as seen by the obvious growth of Korean businesses, churches, 
and ethnic media, including television, radio, and newspapers (Zhou et al., 2006). 
 In this study, ethnic minority community refers to Korean-American communities with 
their own established historical heritage constructed in American cities. Korean-American 
community means the society where Korean immigrants reside. This community is where the 
nature of the businesses, residences, or institutions, directly or indirectly influences adjustment 
of Korean expatriates who live and work in or around the location. 
In addition to the above geographically-bounded ethnic community concept, Zhou et al. 
(2006) pointed out that the Korean ethnic community illustrates the characteristics of strong 
intricate networks. For instance, the network of churches, clubs, alumni associations, 
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professional associations, ethnic businesses, and ethnic language media are prominent features in 
Korean communities. This strong network is significant for the Korean immigrants who settle in 
the United State because it guides immigrants in a collective way. 
An important role of ethnic minority communities is to serve as resources that buffer 
stress for minorities. Snowden, Martinez, and Morris (2000), in their study on mental health, 
found that family, religion, and indigenous healers ease stress in minorities. Even though this 
study especially focused on black and Latin communities, it reflects an understanding of 
minorities in society. An ethnic community‘s socio-cultural products are the community forces 
which are embedded in specific beliefs and social treatment. Ethnic minorities can strategically 
utilize their distinctive heritages in order to protect themselves and establish a sense of collective 
dignity which enables them to cope psychologically in discriminative or inferior positions 
imposed by the dominant mainstream group (Zhou et al., 2006). In other words, the 
empowerment of minorities in the United States is important in that it is the opportunity to 
realize the potential of minorities to change (Roesch & Carr, 2000). Korean-American 
communities can possibly take on the important role of buffering stress even for Korean 
expatriates who face international adjustment. The communities become a type of psychological 
armor protecting immigrants from the tough harshness of the new foreign environment. 
On the other hand, Korean community refers to the non-immigrant Korean groups whose 
members, by and large maintain Korean citizenship but live or study temporarily in the United 
States. For example, these communities may be comprised of Korean international students who 
study abroad in the United States and their family members, Korean tourists, or those who are 
sent to work in the States for a specific amount of time. However, it is still blurry to distinguish 
differences between Korean-American and Korean communities.  
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Religious Community: Church. A religious community is an assemblage of people with 
shared values and principles. Religious leaders generally exercise great influence over 
community members and can call for the members of the community to solve problems in a 
collaborative way (Roesch et al., 2000). In fact, religion, prayer, and spiritualism are significant 
coping mechanisms among ethnic groups (Snowden et al., 2000).   
It is noteworthy that the Korean immigrant community in the United States has been 
involved extensively in religious practice, especially Christianity. Most Korean immigrants who 
entered Hawaii around the late nineteenth century and early twentieth century became Christian 
(Zhou et al., 2006). Recently, about 80 percent of Korean Americans in big cities, such as New 
York, Chicago, and Los Angeles, are Christian (Kim, 1992).  
 Min and Kim (2002) asserted that the Korean church might be the most important ethnic 
institution that supports the Korean ethnic community. It serves various functions, including 
spiritual exercises, psychological support, and educational and economic resources for Korean 
immigrants (Zhou et al., 2006). Snowden et al., (2000) noted that it is the natural function of the 
church to provide help to minorities and to become the place sought out by people without guilt 
or fear. In addition, this kind of trust and cooperation is driven by a sense of community, as well 
as enhancing the sense of community at the same time. 
 Home Country Community. In this study, home country community refers to the 
communities that expatriates identify with in their home country, including family, friends, and 
social networks constructed in their home country when the expatriates lived there. In addition, it 
includes colleagues and supervisors located in their home country‘s headquarters.   
Mezia and Scandura (2005) suggested that mentors in both the home and the host country 
provide vocational, informational, and psychological support to enhance expatriates‘ adjustment 
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through all the stages of expatriation. The role of home-country mentors, to some extent, might 
be similar to the roles played by family, friends, and social networks in the home country, as well 
as the relationships with the colleagues and supervisors in the headquarters to which I refer as 
home country community here.  
During the expatriation period, maintaining relationships with home country communities 
might help to reduce the anxiety of isolation in foreign situations. Also, the information and 
support of home country friends and colleagues at headquarters might help expatriates to retain 
feelings of belonging to the home organization and secure feelings of belonging to the home 
country in terms of self-identification and job security.  
A study by Carraher, Sullivan, and Crocitto (2008) examined the impact of home- and 
host- country mentors in ten countries with programs designed by corporations. They found that 
home-country mentors had a significant, but negative, effect on the expatriate‘s identification 
with the organization and job satisfaction. The study also attributed the outcome to the 
corporation‘s poor support of the mentoring program and the lack of or unfamiliarity with using 
technology that would enable communication that would maintain connections (Carraher et al., 
2008; Crocitto, Sullivan, & Carraher, 2005). However, when thinking of home country 
community as more casual and voluntary rather than formal mentoring programs sponsored by 
corporations, the mutual communication between expatriates and home country communities 
might be more active. 
Another possible thought is that for many members of ethnic groups, the family is 
regarded as a source of support in a time of crisis, as well as throughout daily life. In particular, 
Asian Americans show strong dependency on the family and use of support systems within the 
community (Snowden et al., 2001). Snowden et al., (2000) nicely described help-seeking 
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behaviors of ethnic groups as bringing problems to the family and/or community, so that a 
person feels cared for and supported once again after being isolated and depressed. 
 Expatriate Community. Based on the studies of expatriates (Bennett, Aston, & 
Coiquhoun, 2000), expatriate community refers to the global mobility of expatriates or work 
forces in terms of intellectual, economic, and diaspora aspects. The term expatriate community 
used in this study refers to physical, geographical, or virtual networks among the Korean 
expatriates living in the United States. This is often found in websites and blogs, and inside 
company-wide websites. The contents of these websites include information pertaining to lives 
and job positions around the world or company policy and experiences of previous expatriates 
(i.e., TheExpat.com. etc).  
Diaspora, as it pertains to the expatriate community was described by Bennett et al. 
(2000), as follows: (a) maintenance of homeland memory, vision, or myth, (b) commitment to 
maintain and restore the expatriate‘s homeland, and (c) those continuous relationships with the 
expatriate‘s homeland that influence expatriate consciousness.  
When expatriates confront hardship and uneasiness with different cultures, expatriates‘ 
communities can be one of the factors through which expatriates can escape temporarily to 
familiarity to ease their agonies. This might prevent them from learning cultural differences 
(Bennett et al., 2000). 
On the other hand, a typology study that focused on international skill mobility tried to 
place the traditional economic ―expatriate‖ into a much broader contextual and conceptual 
framework (Scott, 2006). Within the typology, a professional ―career path‖ is the closest to the 
meaning of expatriates in this paper. Scott (2006) categorized the career path expatriates as 
having strong professional identities, working and networking in the main economic centers, 
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tending to have upward social mobility, having shorter assignment lengths, and working in world 
famous cities. 
It is noteworthy to consider that the size and function of world cities deal with the growth 
of employment opportunities for skilled immigrants, which are presumably expatriated 
communities within the economy of an expanding global city (Findlay, Li, Jowett, & Skeldon, 
1996). 
Civic Community. Even though the definitions of civic community or civil society are 
subject to various perceptions, the London School of Economics Centre for Civil Society's 
(2004) define civil society as follows: civil society is constructed by groups of voluntary civic 
and social activities that support the functions of society. The activities are not related to the 
structures forced by the state, commercial markets, or family, even though the boundaries 
between state, family, market, and civic community are complex and unclear. Thus, the range of 
civil society starts with private voluntary association, from neighborhood committees to interest 
groups to philanthropic enterprises of all sorts. These groups are important in both the 
democratization process and the health of established democracies (Foley & Edwards, 1996).  
Therefore, I regard civic community and civil society as the same in this paper and 
identify groups of collective action of shared interest, purpose, and values. The examples of civil 
society are varied, including registered charities, development non-governmental organizations, 
community groups, women's organizations, faith-based organizations, professional associations, 
trade unions, self-help groups, social movements, business associations, coalitions, and advocacy 
groups (Center for Civil Society, 2004).  
 Civil society activities, groups, and entities that Korean expatriates can encounter will 
depend on their interests and locations. Korean-American news flyers, which are not carried in 
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regular newspapers, provide information to the community and are placed in restaurants or 
public places and are picked up by expatriates free of charge. They are seen in not only big 
cosmopolitan cities such as New York, LA, and Chicago, but also in small cities with Korean-
Americans residential or commercial groups. These flyers include a lost and found column, a 
buying and selling section, and local business information. In fact, church bible studies or 
English classes for children who just emigrated from Korea are often voluntarily offered in 
Korean churches in order to help new immigrants, workers, or their children. In the same context, 
Korean language schools run by churches on a volunteer basis, support Korean children as they 
continue usage of their native language.   
 Other civic groups for Americans are good resources for ethnic people, as well. Food 
banks and interest groups, such as cooking classes, reading clubs, and environment protection 
groups, etc. are the communities that the expatriates can join if they are in need.  
Cultural Novelty  
Cultural norms vary across nations and societies. The degree of cultural variation creates 
cultural novelty (also known as cultural toughness) and cultural gaps between cultures. These 
factors influence adjustment in a new environment (Black et al., 1991; Torbiorn, 1982; Selmer, 
2006). The greater the differences between two cultures, the more difficult it is for the 
expatriates to adjust in the foreign location (Black et al., 1991). In other words, the greater the 
unfamiliarity due to different cultural norms between the home country nationals and the host 
country nationals, the greater the chance that the individual will perceive the host country 
nationals as less attractive. As a result, the individuals will pay less attention to the behaviors of 
host country nationals. Thus, in turn, individuals are less likely to acquire appropriate new 
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behaviors for the host culture and more likely to exhibit inappropriate behaviors (Black et al., 
1991; Torbiorn, 1982). 
In order to investigate cultural differences and similarities between nations, many cultural 
psychology scholars have generalized various nations‘ cultural dimensions and categorized them 
into the following: power distance, uncertainty avoidance, masculinity/femininity, 
individualism/collectivism, concept of time, use of language, and perception of space and 
orientation to nature. (Adler, 1991; Hofstede, 1984; Triandis, 1995).  
On the other hand, Selmer (2006) investigated the relationship between cultural novelty 
and expatriate adjustment and checked for the traditional negative relationship pertaining to 
Western business expatriates in China. However, the main result of this study was that there was 
no relationship between cultural novelty and any of the three adjustment variables (general, 
interaction and work adjustment) which was not relevant to the theory of cultural novelty 
proposed by Torbione (1982) and Black et al. (1991). Selmer (2006), based on this result, 
suggested that regardless of the extent of cultural novelty, international adjustment would be 
difficult.  
 Korean and American Culture Norms.  
 Based on the study of Hall‘s (1977) cultural context, Kim, Pan, & Park (1998) 
reconfirmed that Koreans have exhibited tendencies of high-context culture while the U. S. 
showed low-context culture. For instance, most Koreans are more socially oriented than 
Americans because of their affinity for being together, their collective way of thinking, and their 
group-oriented psychological identity in comparison to Western societies. Also, Koreans tend to 
avoid confrontation and have more difficulty handling new situations.  
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 In addition, Korea was identified as a tight culture based on a cultural tightness-looseness 
study (Gelfand, Nishii, & Raver, 2006). A tight culture imposes more clearly defined norms that 
impose great pressure on members to conform. Due to the tendency of South Korean managers 
to avoid uncertainty and to be collectivistic, they are more attentive to the needs of social 
institutions and situations in the local operations in the host country and attempt to fit their 
behaviors into the local situation. Individuals in tight societies feel comfortable with clear orders 
and predictability and tend to avoid ambiguous situations. (Kim & Slocum Jr., 2008). 
  Kim et al., (2008) explained that Korean organizations in tight societies prefer 
employees who fit into their organizational culture, obey their superiors, and become good 
corporation citizens. These expectations limit employees‘ behaviors to those within a certain 
range.  
Early Study Abroad  
Korea’s Educational Zeal: Private institutes, English, College Entrance Exam. In 
Korean society, education is the most important means of social mobility, which makes society 
competitive in attaining high quality education. This social phenomenon makes families pour a 
great amount of money to extracurricular education which, they believe, will provide their 
children chances for prosperous lives in the future (Zhou et al., 2006). According to Kim et al. 
(2008), Korean expatriate assignments in the U.S. are preferred over assignments in other 
countries because living in the U. S. can provide a chance for their children to learn English and 
experience learning and life opportunities, as well as enhance their children‘s own future career 
development. 
The English education fever for children is beyond imagination in Korea. Park and 
Abelmann (2004) researched the practical and symbolic connotation of English in Korea through 
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examining the way mothers manage their elementary school children‘s after-school English 
education. They found that English represents class mobility, often signaling entrance into, or 
maintenance of, a higher class level in South Korea. English is also the tool of striving to 
participate in a cosmopolitan world. Therefore, it is not surprising that U.S.-based expatriates 
utilized the expatriation period for their children‘s exposure to English education. This action 
links to Korea‘s recent globalization policies emphasizing English education to elementary 
students. Mastering of English is regarded as ―an index of cosmopolitan striving‖ (Park et al., 
2004, p.650).  
Children‘s early education abroad (Chogi Youhak), especially in English-speaking 
countries, is a new social phenomenon with the complex needs of educational achievement and 
English development. The students come because of their parents‘ immigration or as part of their 
parents‘ temporary work relocation for a Korean corporation abroad, or another alternative way 
(Abelmann, 2009). 
When this zeal for English education impacts to the Korean immigrant family, it also 
shows that the high parental expectations regarding children‘s education are profoundly 
influenced by the traditional values of Korean society which emphasize the great importance of 
education. Kim (2002) also found that higher parental expectations regarding children‘s 
education greatly influenced students‘ educational success. Therefore, it is imaginable that 
Korean expatriates consider their children‘s English and educational achievement in the U.S. 
important.  
With respect to transitions to the U. S., Bennett et al. (2000) suggested that international 
schools in the expatriate community mediate the difficulties expatriate children face in a new 
environment, such as a new culture, a new school system, a new language, and new friends. In 
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addition, adolescent youngsters might have more difficulty because of the individualization stage 
of their identification. Therefore, expatriates—particularly those who have young family 
members—need to consider their family as the first priority rather than career achievement. This 
perspective will balance their work and non-work life when they decide to expatriate (Scott, 
2006). In addition, considering family and children‘s adjustment—particularly the Korean social 
phenomena regarding early education abroad —will broaden our understanding of expatriate 
adjustment. 
 This chapter examined previous literature about expatriate adjustment, sense of 
community, cultural novelty, and early study abroad in order to broaden understanding. 
Expatriate adjustment and culture were researched by many scholars from human resource 
aspects, however, community and early study abroad have been researched by the scholars in the 
field of psychology and anthropology and not from the aspect of human resources development. 
Therefore, this study will be meaningful due to a new approach to the relationship between 
community, culture, and children‘s study abroad and expatriate adjustment. At the same time, 
this study will be meaningful since it adds important findings about the relationship between 






This chapter explains the methods that are utilized in this study. There are six sections 
including (a) the research design, (b) the population and samples, (c) the organization profiles 
involved in this study, (d) the instruments, (e) the data collection, and (f) the data analysis. Each 
of the sections will be described in detail. 
Research Design 
 This study employed the exploratory research approach because the topic of this study is 
new and its data is difficult to collect considering the small number of participants (Babbie, 
1989). The quantitative data was collected from participants through survey instruments that 
consist of variables of expatriate adjustment (work, general, and host nation interactions) and the 
non-work factors such as sense of community, cultural novelty, and family-related factors. The 
collected data was analyzed using co-relational research design. The following is the summary of 
the overall research design and time line.  
Population and Sample 
The population in this study consists of the Korean expatriates who have been sent 
overseas from Korean MNCs, as well as the Korean expatriates who have been repatriated to 
Korea whose headquarters are located in Korea. There are 119 companies (Appendix F) 
registered with KOCHAM in the United States (KOCHAM, 2010). Geographically, Korean 
corporations accumulate in big cities. Forty-five companies (38%) are located in New Jersey, 39 
companies (33%) in New York, 21(17%) in California, and 14 in other States (12%) (KOCHAM, 
2010). Among this population, the sample of this study is drawn from the expatriates of X, Y, 
and Z Korean MNCs. 
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Table 2  
Research Design and Time Line 
 
Design Time line Details 
 








Modify survey questions (back translation) 
 











Sept. 2010 through February 2011 
 
Conduct survey over X, Y, and Z corporations 
 
Data analysis and conclusion 
 





May 16, 2011 
 
 




The American branches of three MNCs (X, Y, and Z) were purposely selected as the 
sample for the following reasons. First, they are the three representative multinational 
conglomerate corporations in Korea within the top five successful corporations in Korea. These 
corporations built more branches in the United State than other MNCs in Korea (See Table 3). 
Second, even though the locations and sizes of the cities of the sample are not controlled, most 
United States subsidiaries of the three corporations are located in the metropolitan areas of the 
United States, based on the information provided from the Korean Chambers of Commerce and 
Industry (KOCHAM) in the United States. The following is the distribution of X, Y, and Z 
according to their state locations in the United States.  
In those states, there are big cities, which usually have large Korean communities 
including Korean-American minority ethnic people, corporate expatriates, and study abroad 
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students. Notably, 32.12 % of Korean-Americans live in California, 11.13% in New York, 6.07% 
in New Jersey, and 4.78% in Illinois (Yu, Choe, & Han, 2002). 
Table 3 
 
Number of Branches of Companies X, Y, and Z Located in the Main States of the United States, 
(summarized from KOCHAM, 2010) 
 
States/Company X Y Z 
New Jersey 4 3 4 
New York 1 0 1 
California 2 1 1 
Other states 1 0 1 
Total  8 4 7 
  
Organization Profiles 
Company X. X is a group of companies originally founded in 1947 as a construction 
company in Korea. The best known X divisions are X Motor Company, the world‘s fourth 
largest automaker and X Heavy Industries, the world‘s largest shipbuilder. X Motor Company 
has invested in manufacturing plants in North America, China, the Czech Republic, Pakistan, 
India, and Turkey, as well as research and development centers in Europe, Asia, North America, 
and the Pacific Rim. Especially, X Motor Company has continued to invest heavily in its 
American operations since 1986, as its cars grow in popularity. In 2010, according to a 
Consumer Reports reliability survey, X Motor Company was ranked the fourth best automaker in 
the U.S. These ratings reflect the performance, comfort, utility, and reliability of more than 280 
vehicles that the magazine recently tested, according to the report (Wikipedia, 2010). X Motor 
Company controls 162 global subsidiaries worldwide, and the company has seven affiliated 
companies and 20 subsidiaries in the U. S. (The First Quarter Report, 2010). 
Company Y. The Y Group is among the Fortune Global 500 and is Korea‘s second 
largest conglomerate. The Y Group produces electronics, chemicals, and telecommunications 
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products. In particular, Y Electronics plays an active role in world markets with its assertive 
global business policy. As a result, in 2010, Y Electronics controls 202 local subsidiaries 
worldwide, and the company has eight affiliated companies and 20 subsidiaries in the U. S. 
which are located in New Jersey (Marketing), California (Mobile), and Alabama (Quarter Report, 
2010).  
Company Z. The Z group is a fixture in the Fortune Global 500 and a multinational 
conglomerate corporation headquartered in Korea. It is the world's largest conglomerate by 
revenue with annual revenues of US $173.4 billion in 2008 and is South Korea's largest chaebol. 
The Z Group is composed of numerous internationally affiliated businesses, most of them united 
under the Z brand, including Z Electronics, the world's largest electronics company; Z Heavy 
Industries, the world's second largest shipbuilder; Z C&T, a major global construction company; 
and Z Life Insurance, the largest insurance company in Korea. Z Group accounts for more than 
20% of South Korea's total exports and is the leader in many domestic industries, such as the 
financial, chemical, retail and entertainment industries. The subsidiaries in the U. S. are located 
in New Jersey (headquarters), New York (fashion & entertainment division), California, and 
Texas (Wikipedia, 2010). 
 Cross-Cultural Training Held by Companies X, Y, and Z for the Pre-Departure 
Phase of Soon to be Expatriates. The researcher interviewed three expatriates from each 
company X, Y, and Z in order to learn about the cross-cultural training programs of companies X, 
Y, and Z for the pre-departure orientation of soon to be expatriates. The interviews were 
conducted face-to-face or by email for interviewees‘ convenience. Interviewees were regular 
expatriates who worked in Irvine, California and cities near New York and an executive 
coordinator of a Human Resource Division and a technology specialist in an IT Division. The 
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following is a summary of their information about cross-cultural programs and their personal 
perspectives on expatriates lives based on their testimonies. 
 As for the company X, once expatriates were assigned for a foreign mission, they 
received intensive language training for two months followed by expatriate education (here, 
cross-cultural training) for two or three days. The cross-cultural training consists of the 
introductory information of host countries and programs concerning etiquette and manners and 
analysis of cultural differences between the host and home countries. In addition, the classes for 
developing global minds, global leadership competency for effective management and 
socialization with family care programs are provided. The interviewee from the company X 
considers the program effective in that ―any kind of educational programs about cross-culture 
will be meaningful‖. However, sometimes, the procedure of assigning expatriation proceeds in a 
rushed manner, so some expatriates do not receive the cross-cultural training even though ―the 
program is well prepared.‖ The contents and duration of expatriate education differ from the host 
countries. Language courses and cultural education are common programs for most of the 
expatriates. The interviewee added that local workers in the American branch perceive 
themselves as more advanced in some points; expatriates are pressured to have language 
proficiency or work advancement. Also headquarters regards expatriation to the United States as 
beneficial to expatriates; company policy does not properly cover the well-fare of expatriates. 
For example, children‘s education is not supported by company policy because generally 
American public schools are free of charge while the company supports education fees for non-
English speaking countries. Often, expatriates send their children to private schools are perceived 
to have a better quality of education. Therefore, kindergarten and pre-school costs, and private 
elementary schools cost expatriates huge sums of money. This interviewee goes to a Korean 
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church and attends meetings there once a week, but it is hard for him to participate in other social 
activities because he often works late at his office. Overall, he is satisfied with living in the 
United States as an expatriate, however, ―he tries to advance his work performance as well as his 
individual competencies‖.  
 In the case of the company Y, they run specific global education programs in order to 
develop competent global workers such as an international regional expert program, Y MBA 
program, global competency development program (http://blog.daum.net/callcallme/6319582). 
The international regional expert program provides a one-year-free-trip to foreign countries 
which gives employees opportunities to experience foreign cultures and life, and foreign 
languages. Sending them to MBA programs that are generally held in the United States helps 
develop more competent international managers, too. In some cases, people who had those 
programs are assigned to foreign missions as expatriates. In that case, MBA graduates and 
regional experts are waved cross-cultural training programs. However, in many cases, expatriates 
do not have foreign experience before moving abroad. Therefore, once they were assigned to a 
foreign mission, they are given a four week language program in the headquarters in Korea, but, 
when they were selected as expatriates, their English proficiency is often already at a certain 
advanced level. Company Y‘s cross-cultural program consists of 1) culture talks from the 
previous expatriates, 2) learning foreign work tasks, 3) workshops on general information 
including business or daily behavior. General manners and etiquette includes how expatriates 
react and behave in different situations in foreign contexts and soon to be expatriates‘ spouses 
participate in the workshop as well. One interesting thing that the interviewee mentioned is that 
their spouses (most of them are wives) are encouraged ―not to participate and be involved 
activities with Korean communities and Korean-American communities in host countries‖ 
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because it might cause some conflicts or problems. That might be because of their different 
social status from Korean-Americans. The American headquarters of company Y has a career 
development program for which they can register and also on-line education programs for 
expatriates, too. However, because of busy work routines and heavy workloads it is hard for 
them to attend those programs. Subsidiary offices of company Y in the United States are mostly 
located near big cities; as a result, the interviewee felt comfortable living in rich ethnic and 
American cultural surroundings. Company policy supporting expatriates is quite good in terms of 
salary, housing, and social networking with other expatriates. 
 Company Z also has a similar company policy and cross-cultural training program for 
the pre-departure phase for expatriates. Expatriate candidates receive cross-cultural training in a 
systematic cross-cultural training center in Korea. Their expatriate education program consists of 
understanding of cultural diversity, ethical management, and global business communication as 
well as a Korean history course which started from 2009. This preparation for expatriates is held 
six times a year for a total of 200 participants. The purpose of the Korean history class is 
especially for expatriates to adjust better to host country culture because company Z believes that 
―understanding self national identity and history can enable expatriates to perform better and 
understand better host country cultures‖. This history program takes 4 hours among the total of 
the 60 hour-cross-cultural program. 
(http://onair.hrdtv.com/news/n_view.asp?msection=1&ssection=4&idx=5921). 
 In summary, companies X, Y, and Z all have profound and systematic cross-cultural 
programs for expatriates during the pre-departure phase. Language courses and cultural 
education are common to all of them. Particularly, company Y seems to have a wider range of 
global expert programs for preparing expatriates for foreign missions with long term perspectives.  
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Company Z seems to emphasize more ethnic spirit to understand foreign cultures. Company X 
seems to care more about global mind set and global leadership. Overall, the three company‘s 
policies for supporting expatriate settlement are stable and similar to one another. It seems that 
there are not many differences between them because those companies are among the three top 
Korean multinational companies whose company policies are systematic and well developed. 
Instruments 
 This study consists of six major constructs (See Table 4): (a) cultural novelty, (b) 
expatriate adjustment, (c) spousal adjustment, (d) children‘s education, (d) sense of community, 
and (e) supporting factors of adjustment. As for the dependant variables, expatriate adjustment is 
divided into the categories of work adjustment, general adjustment, and interaction with host 
nationals. Regarding the independent variables, cultural novelty, family-related factors, and 
sense of community and one open-ended question about supporting factors of adjustment are 
included. The family-related factors consist of two factors: spousal adjustment and children‘s 
education. The sense of community consists of six types of community: Korean-American, 
Korean ethnic communities, religious community, expatriate communities, home country 
community and civic community (Appendix E).  
The constructs of the instrument are described and summarized in Table 4. The 
constructs include 16 demographic questions, 16 questions about expatriate adjustment, eight 
about cultural novelty, nine about spousal adjustment, 18 about children‘s education and 
adjustment, 26 questions about sense of community, and one open-ended question about any 
other possibly helpful factors that were not previously mentioned. There are 96 total questions. 
Measures from previous research are used, and illustrations of validity and reliability of each 
variable will follow. 
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Cultural Novelty. Cultural novelty items were measured using a scale that Black et al. 
(1989) adopted from Torbiorn (1982). This measure consists of 8 items which required 
respondents to compare their native country to the host country on various characteristics, using 
a 5-point Likert-type scale (1=very different to 5=very similar).  
Expatriate Adjustment. The expatriate adjustment instrument this study adopted was 
developed by Black and his colleagues (Black, 1988; Black et al., 1989). Shaffer et al. (1999) 
also tested this instrument in their dimensions, determinants, and differences in the expatriate 
adjustment process survey with expatriates in 45 countries. This scale assesses three dimensions 
of adjustment: general adjustment (7 items), host nationality interaction (4 items), and work 
adjustment (3 items). General adjustment assesses expatriates‘ adjustment to general living 
conditions, housing and food, living costs, entertainment opportunities, and health care.  
Interaction adjustment assesses the expatriates‘ adjustment to socializing with host 
country nationals, including interactions with them on a daily basis and/or outside of work, and 
communicating with them. Work adjustment items assess the expatriates‘ adjustment to their 
work in the new position, including adjustment to job responsibilities, performance standards, 
and supervisory responsibilities.  
Participants were asked to indicate on a 5-point Likert scale how unadjusted or adjusted 
they felt (1=very unadjusted to 5=very adjusted). 
Intent to Stay. Participants were asked about their intention to stay; whether they 
consider an earlier return to their home country or fulfillment of the expected duration. The 
original version of Black et al. (1989) asked spouses how expatriates act on those issues. 
However, because of difficulty in accessing spouses, in this study, participants were asked to 
indicate on a 5-point Likert scale the extent to which they agree. 
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Spousal Adjustment. Participants were asked their perceptions of their spouses‘ 
adjustment by indicating on a 5-point Likert scale how unadjusted or adjusted they were (1=very 
unadjusted to 5=very adjusted) using a Black et al.‘s (1989) model. Spousal adjustment items are 
similar to expatriate adjustment, but work adjustment items were deleted. 
Children’s Education. Participants were asked about children‘s adjustment related to 
education on a 5-point Likert scale (1=strongly disagree to 5=strongly agree). The questions ask 
about participants‘ satisfaction with their children‘s education in the States. Also, the items ask 
about participants‘ perceptions about their spouses‘ and children‘s satisfaction, as well as self-
satisfaction, regarding their children‘s education in the States. The specific foci are school life, 
preference of education in the United States, English development, social life (extracurricular 
activities), intention of children‘s education, and satisfaction.  
Table 4  
Constructs of the Survey 
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Sense of Community. This study adopts the 24-item Sense of Community Index version 
2 (SCI-2) created by Chavis, Lee, and Acosta (2008). Refined from its previous version, this 
index covers all the characteristics of a sense of community described in the original sense of 
community theory of McMillan et al. (1986). 
This scale was developed to test the sense of community for many different types of 
communities. The inquiry before the question, ―How important is it for you to feel a sense of 
community with other community members?‖ is a validation question to help understanding of 
the finding. Chavis et al. (2008) found that correlation existed between the total sense of 
community and this question, even though the question was not always applicable to all the 
community types. However, in this study, in order to identify the most important community 
type, participants were asked to rank the most and least important community (survey question 
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no. 70). And then, participants were asked to choose the level of their involvement in the 
community that they had ranked as the most important (survey question no. 71). The 24 
questions that comprise the revised Sense of Community Index is on a 5-point Likert scale (1= 
not at all to 5=completely). 
Open-Ended Question about Supporting Factors of Adjustment. This study added 
another open-ended question about the supporting factors of expatriate adjustment in order to 
ensure what participants think important for adjustment in foreign context. The open-ended 
answers were analyzed in qualitative thematic coding. 
Data Collection 
 Validity of the Instrument. 
 Validity. In order to ensure the validity of the instrument of this study, several experts 
were involved in this study. A professor in the field of human resource development was 
involved in order to develop, revise, and finalize questions in terms of the context of the test. 
Three professional Korean proofreaders were asked to compare the Korean and English language 
versions, and two English versions in terms of the Korean workplace context. One proofreader 
has ten years of experience in English-Korean and Korean-English translation in publishing. 
Another proofreader had two years of experience working for one of the Korean MNCs in the 
personnel department with a focus on administrating the expatriation of the company and is now 
a master‘s student in the department of Labor Industrial Relations at the University of Illinois at 
Urbana-Champaign. The third proofreader is a previous Ph.D. student of Human Resource 
Education who graduated one year ago and is now working in Korea as a researcher for a 
vocational institute run by the Korean government. 
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The researcher, by herself, processed all the above steps involving forward and backward 
translation and revision. The researcher is qualified to translate it because she is bilingual in 
Korean and English. The researcher is a native Korean speaker who was born and grew up in 
Korea and also has had first-hand knowledge and understanding of Korean expatriate adjustment 
due to her studies in the U.S. over the years. In addition, she has experience teaching English to 
Korean adults with various career backgrounds, including students, company workers, and 
executives. 
Instrument Translation. The instrument that this study adopted was originally written in 
English and was translated into Korean because Korean expatriates who participated in the study 
would feel more comfortable taking a Korean written survey. To ensure the validity of 
translation quality, forward-backward translation steps was utilized. First, as the forward 
translation, the researcher translated the English instrument into Korean. The translation focused 
on culturally-adjusted words and meanings. Second, the backward translation into English was 
carried out by the researcher after finishing the Korean translation.  
Then, the next step is to ensure that the meaning of each question is the same in both the 
original English and the back-translated English version. In order to ensure clarity the three 
designated Korean proofreaders compared both versions to determine if they have the same 
meaning. The questions that are identified as having differences in meaning were reexamined by 
forward-backward translation again to ensure that they do not lose their original meanings. The 
same three Korean proofreaders were given Korean-translated questions to ensure clarity and 
appropriateness for dissemination of the questions to Korean expatriates. 
The researcher and proofreaders discussed and considered any need for further revision 
regarding substantial and detailed changes about wordings and meanings. 
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Pilot Test. The instrument was pilot tested through two types of groups. The first pilot 
test was held with three Korean Ph. D. students who were studying in the department of Human 
Resources Education at the University of Illinois at Urbana-Champaign, and who have had 
extensive work experiences in Korea. The second pilot test was held with three Korean 
expatriates in the U. S. who have been working in the U. S. for years. The pilot test took the form 
of a focus group or individual meeting among the three sample companies which this study 
chose. In either case, the researcher asked the participants to complete the survey and identify 
questions that are not clear or unrelated to the context of their companies, terms that are difficult 
to understand, the fairness of the questions, and any other feedback. The instrument was revised 
based on the feedback of these two types of groups. The survey questions were finalized after 
considering their feedback.  
Data Collection. This study followed the exploratory quantitative research approach, and 
data collection adopted a cross-sectional survey design which gathered information on a 
population as of March of 2011 from October of 2010 (Babbie, 1990). The data was collected 
from participants through a survey instrument that includes the variables of interest.  
Data collection was one of the difficult tasks of this study because there are not many 
Korean expatriates in the United States and this study only focused on the three major Korean 
multinational companies that have branches in the United States which have limited numbers of 
expatriates. Also, because of companies‘ policies securing company information, it was hard for 
the researcher to access the expatriates and the expatriates‘ information such as numbers of 
expatriates working in the United States.  
As for getting the survey process started, the contact persons were identified by 
searching information about the companies X, Y, and Z through various means. First, their 
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company websites were searched in order to find contact numbers. Also, the information of 
representatives or office heads was searched through KOCHA. Another method adopted in order 
to find contact points was to contact friends or senior managers in headquarters in Korea who 
had worked together before with the researcher and ask them to introduce contact points in 
American branches. This personal connection worked well based on Korean organizational 
culture which considers social networking important.  
After identifying possible contact points, the researcher emailed contact persons who 
work in the area of human resource management and development in companies X, Y, and Z. 
The cover letter and a resume of the researcher were sent by email while asking for the 
confirmation of the organization to participate in the survey. The purpose and method of the 
study are introduced in the cover letter (See, Cover Letter in Appendix A and Consent Letter for 
Organizations in Appendix B).  
When organizations agreed to participate in the study, the contact persons were provided 
with a research brief, a written research purpose, and the process of the instrument, its 
administration, participant consent forms, and the survey instrument (See Participant Consent 
Form in Appendix C, Research Brief in Appendix D, and Survey Instrument in Appendix E). 
Sometimes, even though contact person distributed surveys through papers, web-links, 
or emails, the response rates were low because expatriates were so busy working with multiple 
tasks or because they were not interested in responding to the survey. Therefore, the researcher 
visited the U. S. subsidiaries of the three companies in order to explain the study and survey 
process, distributed the survey, and collected the survey papers. The researcher also asked the 
contact persons to distribute and collect the data if they believe that arrangement was more 
reasonable. In order to raise survey response rates, the researcher offered a coffee shop gift card 
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(five dollars) with the package of survey kits (enclosed inside were an envelope on which was 
written the researcher‘s address with a stamp, the survey, a consent form, and a research brief). 
Compared to the other cases, this trial worked better. Dozens of contact point people in a dozen 
branches located in different cities in the United States were involved in distributing and the 
collecting survey. Approximately 400 surveys were distributed through emails, web-links, or 
paper versions by postal mail, and 133 expatriates responded through emails, web-links, or 
returned the paper survey via postal mail to the researcher. Participant information was secured 
by anonymous recording and web-link and paper surveys were delivered directly to the 
researcher.   
Data Analysis   
 Since this study has not been previously conducted in the human resource development 
field, exploratory data analysis for survey questions was conducted to find issues or problems 
where there are few or no earlier studies to which to refer. Exploratory research can provide 
insights into and comprehension of an issue or situation. The PASW Statistics version 18.0 
program was used to analyze and integrate data statistically. At the same time, as for the open-







 This chapter presents the results of statistical analysis of the surveys and analysis of one 
open-ended answer completed by 120 Korean expatriates who work for American branches of 
three major Korean multinational corporations. First, descriptive statistics are presented, and then 
the results of data analyses are presented based on the order of the research questions.  
Descriptive Statistics 
 This section presents demographic information about the participants and descriptive 
statistics of the variables of interest.  
 Demographic Information of Participants. A summary of demographic information of 
participants is presented in this section (Table 5). All 120 respondents were male (100%), the age 
range of the participants was 25 to 50 years old, and the majority of participants (80%) were 36 
to 40 (40%) or 40 to 45 (40%). Most participants were married with children (95%). They lived 
in the United States with their families and almost all of them had children (93.30%). Over half 
the survey-takers had children in elementary school (50.83%). The majority of participants had a 
bachelor‘s degree or less education (71.67%). The sample reflected a preponderance of men with 
families within the population of Korean expatriates who worked in the United States. 
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Table 5 
Demographic Information of Participants 1 (N=120) 
Variables  N % M SD 




Under 35 10 8.33 40.9 3.8 
 36-40 48 40   
 41-45 48 40   
 46-50 14 11.7   
 
Family Married with Children 114 95   
 Other 6 5   
 
Living Status With Spouse and Children 112 93.3   
 Other 8 6.67   
 
Relatives in US Yes 36 30   
 
Number of Children 0 4 3.33 1.76 0.66 
 1 31 25.8   
 2 76 63.3   
 3 8 6.67   
 4 1 0.83   
 
Level of Children‘s Education Before Preschool 31 25.83    
 Preschool 17 14.17    
 Elementary School 61 50.83    
 Middle School 33 27.50    
 High School 16 13.33    
 College 7 5.83    
 
Education Bachelor‘s Degree or less 86 71.67   
 Master‘s Degree 30 25.00   
 Doctoral Degree 4 3.33   
         
N=Number of participants, %=Percentage of participants, M=Mean, SD=Standard deviation 
Demographic profiles related to workplaces are displayed in Table 6. Among 120 
participants, 64 participants (53.33%) responded from company X, 33 participants (27.50%) 
from company Y, and 23 participants (19.17%) from Company Z. Overall, company X had more 
expatriates than company Y, and company Y had more than Z. This sample reflected those 
numbers even though participants were equally recruited from each company. In the sample, the 
number of senior managers was greater (66.67%) than the number of other job titles, and the 
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majority of participants (63.3%) had over ten years of service in his or her organization 
(including time spent in Korea). Divisions within companies were generally equally represented: 
sales/marketing (26.67%), business administration (27.50%), production management (11.67%), 
R&D (21.67%), and IT and other (12.50%). Many of the participants were in industrial 
production (45.8%) because company X‘s main business is manufacturing. Data was collected 
from various locations for the three companies in the United States, and the locations were 
categorized into big or small cities based on sizes and populations of the metropolitan and non-
metropolitan cities. The U.S. Office of Management and Budget (OMB) defines a set of core-
based statistical areas (CBSAs) throughout the country: a metropolitan statistical area refers to a 
geographical region with a relatively high population density at its core and close economic ties 
throughout the area (http://en.wikipedia.org/wiki/Metropolitan_Statistical_Area). More than half 
of the participants (65.83%) worked in metropolitan areas with better community resources than 
smaller cities.  In addition, the company locations varied: almost half of the participants were in 










Demographic Information of Participants 2 (N=120) 
Variables   N % 
Job Title Manager 34 28.3 
 Senior Manager 80 66.7 
 Other 6 5 
 
Years of Service in 
Organization Less than 1 year 3 2.5 
 1-5 years 20 16.7 
 6-10 years 21 17.5 
 Over 10 76 63.3 
 
Division Sales/Marketing 32 26.7 
 Business Administration 33 27.5 
 Production Management 14 11.7 
 R &D 26 21.7 
 IT 11 9.17 
 Other 4 3.33 
 
Company Types Industrials 55 45.8 
 Consumer Discretionary 18 15 
 Information Technology 45 37.5 
 Other 2 1.67 
 
Company Name X 64 53.3 
 Y 33 27.5 
 Z 23 19.2 
 
Location (Big and Small City) Metropolitan  79 65.8 
 Non-metropolitan 41 34.2 
 
Location (Region) Northeast 19 15.8 
 Midwest 15 12.5 
 South 55 45.8 
 West 31 25.8 
N=Number of participants, %= Percentage of participants 
 Table 7 shows the participants‘ information related to their experiences in their 
respective foreign assignments. The average duration of current foreign service was 30.89 
months (2.57 years) with a range of two months to seven years. Less than half of the participants 
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(48.33%) received cross-cultural training before they moved to the United States with a range 
from one day to 24 weeks (six months). The average training duration was 1.79 weeks. Of the 
participating expatriates, 28 respondents (23.33%) answered that they had had previous foreign 
assignments. Among them, nine participants (32.14%) had experience working in North America, 
eight people (28.47%) in Europe (including England, France, Germany, the Netherlands, and 
Russia), seven people (25%) in Asia (including China, India, Indonesia, Japan, Singapore, and 
Thailand), and the other four participants (14.29%) had worked in Latin America (Mexico) or 
multiple other countries. 
The durations of previous foreign experiences ranged from 0 to 108 months (nine years), 
and the average was 8.94 months. Twenty-four participants (20%) had had study abroad 
experience. The most common level of English proficiency was the business conversation level 
(59.17%), and the second most common level was the level of daily conversation (33.33%).    
Table 7 
Descriptive Statistics of Participants (N=120) 
Variables   N % M SD 
Current FA service (Months)    30.9 21.8 
Cross-Cultural Training Yes 58 48.3   
Cross-Cultural Training (weeks)   1.79 3.52 
Pre Foreign Assignment Yes 28 23.3   
FA Countries Asia 7 5.83   
 Europe 8 6.67   
 North America 9 7.5   
 Other/Multiple 4 3.33   
FA Duration (Months)    8.94 21.2 
 
Study Abroad Yes 24 20   
 
English Proficiency Need help 7 5.83   
 Daily conversation 40 33.3   
 Business conversation 71 59.2   
  Native English skill 2 1.67     
N=Number of participants, %=Percentage of participants, M=Mean, SD=Standard deviation 
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Reliability. Ninety-six questions are designed for this survey. Measures from previous 
research are used, and illustrations of validity and reliability of each variable will follow. The 
constructs of the instrument are 18 demographic questions, 16 questions about expatriate 
adjustment (including two questions about intention to stay in the foreign assignment), eight 
about cultural novelty, nine about spousal adjustment, 18 about children‘s education and 
adjustment, 26 about the sense of community (including one ranking the importance of 
community and another question about involvement and the importance of community), and as 
the last question, an open-ended question about any other possibly helpful factors.  
 Cronbach‘s coefficient alpha (α) was computed in order to measure the internal 
reliability of the constructs. Internal consistency reliability is a psychometric measure in 
assessing survey instruments and scales and it is the indicator that can find whether the different 
items measure the same concept. This is considered important because a group of items that are 
supposed to measure one variable should be consistent on measuring that variable. Generally, 
reliability coefficients of .70 or more are regarded well (Nunnally, 1978).  
 Table 8 shows that the Cronbach‘s α of each construct of independent and dependent 
variables in the study ranged from 0.74 to 0.96, which was higher than the satisfactory level of 
reliability except for the variables regarding ―intention to stay in the United States to fulfill 
expatriation assignment‖ (Cronbach‘s α =0.24). The original version from Black et al. (1989) 
asked spouses how expatriates act on intention to stay. Because this study did not include spousal 
responses, expatriates were directly asked about their intentions to stay; whether they were 
considering an earlier return to their home country or fulfillment of the expected duration was 
marked on a 5-point Likert scale. However, the data seems to be inconsistent, and the level of 
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reliability is too low. In addition, because this question does not affect the overarching research 
question, ―intention‖ was excluded from further analysis.  
Table 8  
Reliability Coefficients of Variables 
 Note: * Low reliability 
 Correlations among Variables. Pearson correlation coefficients were calculated in 
order to investigate the relationships among variables. The criteria for the effect sizes of the 
correlations were divided into three groups based on Cohen (1988). The smallest effect size was 
from r = .10 to r = .23, the medium effect size was from r = .24 to r = .36, and the large effect 
size was r = .37 or larger. Table 9 shows the correlation matrix. 
 All p values less than .05 were considered significant. Among demographic variables, 
English proficiency (.24 < r < .34, p<.01) was significantly correlated to expatriate adjustment 
(general adjustment, interaction with host nationals, and work adjustment). Notably, education 
and cross-cultural training (.20 < r < .33, p<.01) were significantly correlated only with the 
general adjustment of expatriates but not with the interaction with host nationals and work 
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adjustment. Also, study abroad (r= .34, p< .01) was significantly related only to expatriates‘ 
interaction with host nationals.  
 Among the independent variables, the correlation coefficients indicated that there was a 
significant relationship between cultural novelty and expatriate adjustment. The analysis showed 
that cultural novelty was positively related (.37 < r < .50) to all three subsidiary categories of 
expatriate adjustment (general environment adjustment, interaction with host nationals, and work 
adjustment). Its positive correlation with expatriate adjustment indicates more similarity, and less 
difference, because the scale was measured from ―very different (1)‖ to ―very similar (5).‖  
In general, spousal adjustment (.37 < r < .72, p< .01) was highly related to overall 
expatriate adjustment. Notably, spousal adjustment (r= .72, p< .01) was most highly related to 
the general environment adjustment of expatriates. 
In addition, children‘s education showed positive significant correlation with the general 
environment adjustment of expatriates and expatriates‘ interactions with host nationals (.21 < r 
< .35).  The sense of community scales had a positive relationship with the general environment 
adjustment of expatriates and expatriates‘ interaction with host nationals (.18< r <.27).  
Finally, the expatriate adjustment scales (general, interaction with host nationals, and 
work) had a highly positive relationship with one another (.24 < r < .52, p<.01).   
 From the results of the correlation coefficients, it is important to note that spousal 
adjustment and cultural novelty have large-size correlations with the three dimensions of 
expatriate adjustment while the correlation between the sense of community and the expatriate 
adjustment scale was small, suggesting independence of the constructs. Importantly, the 
correlation between community and work adjustment of expatriates is not significant which 
would be expected if community does not have much of a relationship with expatriate adjustment. 
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It is noteworthy that even though perceptions of cultural novelty was regarded as a country-level 
variable, and treated in this study as an individual-level variable (i.e., each individual might have 
a different extent of cultural distance), it was highly correlated with expatriate adjustment. In 
addition, children‘s education has medium-size correlations with expatriate adjustment.  
  It was expected that company names would have a correlation with expatriate 
adjustment because three different companies might have different relationships with expatriate 
adjustment, so it is surprising to find that it was not significantly correlated with expatriate 
adjustment. The three companies, the biggest companies in Korea, might not have much 
difference in their company policies regarding expatriates in the United States. However, it is 
notable that the number of children and the size of the company (big/small) are significantly but 
negatively correlated to the expatriate adjustment. When the size of a company is big, expatriate 
adjustment increases. In the case of the number of children, when the number increased, 
expatriate adjustment decreased. 
 A final observation is that English proficiency was expected beforehand to have a large 
effect on the three dimensions of expatriate adjustment, while cross-cultural training and study 
abroad experience were expected to have a relationship with general expatriate adjustment. In 
addition, it is surprising to know that age, relatives, years of service in an organization, and 
previous foreign assignment were not significant, indicating there are no close relationships with 
expatriate adjustment. This may be because the age range (M=40.89, SD=3.80) is not wide and 
years of service in the organization for the majority was over ten years (63.3%) and only 30% of 




Correlation and Reliability of Demographic Information and Variables (N=120) 
  
 Mean SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16-1 16-2 16-3 
1. Age 40.89 3.80                   
2. Relatives .30 .46 -.02                  
3. No. of Children 1.76 .66 .16 -.12                 
4. Education 1.32 .53 -.12 .02 -.07                
5. Years of Service in 
Org. 3.42 .86 .25** -.04 .11 -.11               
6. Company Names 1.66 .78 .03 .12 -.01 .08 .03              
7. Location (Big/Small) 1.34 .48 -.06 -.01 -.03 -.33** -.21* -.38**             
8. CC Training .48 .50 .06 .02 -.02 .21* .13 .17 -.42**            
9. Pre Foreign 
Assignment .23 .42 .25** .03 .11 -.11 -.04 .01 .18* .06           
10. Study Abroad .20 .40 -.20* .08 -.01 .29** -.22* .03 -.01 .02 .17          
11. English Proficiency 2.57 .63 -.07 .05 -.13 .21* -.04 .07 -.20* .19* .00 .28**         
 
12. Cultural Novelty 2.54 .55 -.04 .03 .05 .06 -.03 .07 .02 .12 -.01 .18 .13 (.77)       
 
13. Spousal Adjustment 3.10 .70 .07 .10 -.04 .13 -.03 .20* -.13 .19* -.02 .08 .19* .39** (.88)      
 
14. Children's Education 3.75 .55 .21* .07 -.01 -.01 .06 .04 .02 .11 .11 .04 .06 .32** .23* (.90)     
 
15. Community 3.52 .66 -.14 .08 -.10 .04 .07 .09 -.18* .32** -.12 .01 .12 .22* .14 .15 (.96)    
 
16-1. Expatriates 
      -General 3.62 .69 .15 .07 -.18* .20* .05 .18 -.24** .33** .13 .14 .25** .43** .72** .35** .27** (.86)   
16-2. Expatriates 
      -Host Interaction 2.82 .69 -.03 -.16 -.10 .12 .03 .00  -.04  .10  .02  .34**  .34**  .50**  .50**  .28**  .18*  .50** (.86)  
16-3. Expatriates 







 This section presents the results of the statistical analysis of the surveys based on the 
research questions. The overarching research question was ―What is the relationship between, 
family factors, community, and expatriate adjustment?‖ In order to address the question, the 
findings were organized according to four subsidiary research questions.  
 The data was analyzed using stepwise multiple regressions in order to account for the 
correlations between various demographic variables and the variables of research interest and to 
avoid any effects due to the order of data entry. Regression was used in addition to the 
correlations already presented in order to ensure that independent variables of interest are related 
to the dependent variable (expatriate adjustment) regardless of demographic variables. Proposed 
first by Efroymson (1960), stepwise analysis is an automatic procedure of selecting a simple 
model by removing non-significant predictors in cases where there are a large number of 
potential explanatory variables and no underlying theory on which to base the model selection. 
In this model, demographic variables were entered into the regression in the first step followed in 
step two by individual variables of interest in order to ensure that culture, family factors, 
community, and expatriate adjustment are related to one another. 
 A new stepwise regression was run for each dependent and independent variable of 
interest. For each research question, the overall score for expatriate adjustment and predictors of 
interest were analyzed first, followed by tests of the effects of subsidiary portions of each scale. 
There are many small R square values that are likely not to mean much in terms of practical 
relevance even though they are significant (Combs, 2010). Cohen‘s ƒ2  was measured since it is 
appropriate effect size for multiple regression and it is considered as small with .02, medium 
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with .15, and large with .35 respectively (Cohen, 1988). When interpreting the analyses, this 
study reported relationships with a coefficient of determination for the complete model with a 
total R square of at least .1 or larger (10% or more of variability explained) (Cohen, 1988). 
Research Question 1: The Relationship between Cultural Novelty and Expatriate 
Adjustment. The first subsidiary research question was related to the relationship between 
cultural novelty and expatriate adjustment. This question investigates whether the degree of 
cultural distance that Korean expatriates felt between Korean and American cultures accounted 
for additional variance in adjustment beyond the demographic variables. All of the demographic 
variables from Table 5, 6, and 7 were used as predictors and entered in the first step, except for 
gender, family status, living status, and the level of children‘s education. The gender of all the 
participants is male (100%) and the majority of participants are married with children (95%) and 
living with their spouse and children (93.3%); thus these variables were not expected to be 
informative. The number of children was added to see if it is related to expatriate adjustment. In 
the next step, cultural differences were entered into the second block while a stepwise method 
was employed.  
 As seen in Table 10, for overall expatriate adjustment, cultural novelty emerged as the 
strongest predictor, explaining 25 percent of the variance beyond the demographic variables 
(∆R²=.25, F=25.74, p<.01).  
 Since the scale for cultural novelty was measured from high to low (1: very different, 5: 
very similar), a positive correlation with expatriate means less novelty, and more adjustment. 
Namely, as cultural similarity between Korean culture and American increases, expatriates‘ 
adjustment increases. The cultural norms between the US and Korea are recognized as different 
in much research (Hofstede, 1984; Triandis, 1995). Everyday customs that must be followed, 
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general living conditions, using health care facilities and transportation systems, food, housing 
conditions, climate, and even living costs are different from one country to the other. The results 
are consistent with many previous studies by suggesting that expatriate adjustment is more 
difficult when the host culture is more different or distant (Black et al., 1991; Black et al., 1989; 
Church, 1982; Mendenhall et al., 1985, Torbione, 1982). Among the demographic information, 
English proficiency was the next most significant predictor of overall expatriate adjustment 
(12%), and then the duration of the foreign assignment was next, but was not a strong contributor 
(3%). Therefore, the remaining variables added 15 percent of explained variance resulting in a 
total of 38 percent of explained variance in overall expatriate adjustment. English skill was 
regarded as important in expatriate adjustment. Over half of the participants‘ English skills are at 
the business conversation level (59.20%) and 33.30% fits into the daily conversation level 
indicating high rates of English proficiency. 
Therefore, the more an expatriate manager perceived the difference between his home 
culture and the American culture to be, the more overall expatriate adjustment decreased. The 
better one‘s English proficiency and the longer the duration of the foreign assignment, the better 





Summary Multiple Regression of Cultural Novelty and Overall Expatriate Adjustment (N=120) 
 
  B 
Std. 
Error Beta R² 
Adj. 
R² ∆R² F 
Cohen‘s 
ƒ² 
Predictors          
 English Proficiency .25 .07 .27*** .12 .11 .12 16.01*** .20 
 
Foreign Assignment 
Duration .00 .00 .13* .15 .14 .03 10.6*** .05 
          Cultural Novelty .53 .08 .50*** .40 .38 .25 25.74*** .42 
*p<.05, **p<.01, ***p<.001 
 
 As the next step, in order to see the relationship of the subsidiary variables of overall 
expatriate adjustment, each dependent variable of general environment, host national interaction, 
and work adjustment of expatriates were tested. 
 First, for the general environment of expatriate adjustment, the regression results, in 
Table 11, show different picture with overall expatriate adjustment for 12 percent of variance 
(R²=.12, F=11.26) at a significant level of 0.01, followed by other variables for a total of 34 
percent of variance explained. Among the demographic information, cultural training explained 
the greatest variance in the general environment of expatriate adjustment (∆R²=.11, p<.01) and 
company types, English proficiency, foreign assignment duration, and the number of children 
were also significant. Therefore, the more similarity perceived between Korean culture and 
American culture, the more expatriate adjustment to the general environment increased. 
Demographic variables predictive of the general environment of expatriate adjustment included 
cross-cultural training, company types, the duration of the foreign assignment, and the number of 
children. English proficiency was positively related to the general environment of expatriate 
adjustment, but not significantly. English proficiency seemed to predict all other variables up to 
this point, so it is potentially interesting that it did not in this case. The number of children was 
  
79 
significant in a negative direction. Therefore, the longer their cross-cultural training was, the 
better the expatriate adjusted to the general environment. The more the number of children 
decreased, the better the expatriates‘ adjustment to the general environment increased. In other 
words, expatriates adjusted better when they had fewer children. Culture novelty would count as 
a big effect size (cohen‘s ƒ² = .42) – It‘s not only significant, but also has a big impact on 
explaining the overall adjustment of expatriates. 
Table 11  
 
Summary Multiple Regression of Cultural Novelty and General Environment of Expatriate 
Adjustment (N=120) 
 
  B 
Std. 
Error Beta R² 
Adj. 
R² ∆R² F 
Cohen‘s 
ƒ² 
Predictors                  
    Cross-Cultural 
Training 
.29 .11 .21*  .11 .10 .11 14.42*** .17 
   Company Types .12 .06 .17* .16 .14 .05 10.98*** .08 
   English Proficiency .12 .08 .11 .19 .17 .03 9.1*** .05 
   Duration of Foreign      
   Assignment 
.01 .00 .16* .22 .19 .03 8.05*** .05 
   Number of Children -.21 .08 -.20* .25 .22 .03 7.58*** .05 
Cultural Novelty .46 .10 .36** .37 .34 .12 11.26*** .19 
*p<.05, **p<.01, ***p<.001 
 
 Second, for host national interaction of expatriate adjustment, the regression results, in 
Table 12, showed cultural novelty accounting for 18 percent of variance positively and 
significantly (∆R²=.18, F=19.26, p<.01). Therefore, the more similarity between Korean culture 
and American culture, the better the expatriates interact with the host nationals. The more 
cultural novelty increased, the more expatriate adjustment to host national interaction increased. 
 Among demographic variables, study abroad explained host interaction of expatriate 
adjustment the most (∆R²=.12, p<.01). English proficiency and relatives were added to host 
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national interactions with expatriates (.04<∆R²<.06), totaling 40 percent of variance. Having 
extended family in the US beforehand seems to decrease adjustment. 
Table 12 
 
Summary Multiple Regression of Cultural Novelty and Host National Interaction of Expatriate 
Adjustment (N=120) 
 
  B 
Std. 
Error Beta R² 
Adj. 
R² ∆R² F 
Cohen‘s 
ƒ² 
Predictors          
 
   Study Abroad .37 .13 .22** .12 .11 .12 15.72*** .20 
   English 
Proficiency .25 .08 .23*** .18 .17 .06 12.88*** .10 
   Relatives in the US -.30 .11 -.20** .22 .20 .04 10.75*** .07 
Cultural Novelty .55 .09 .44*** .40 .38 .18 19.26*** .30 
*p<.05, **p<.01, ***p<.001 
 
Third, for work adjustment of expatriate adjustment (Table 13), cultural novelty emerged 
as the strongest variable, explaining 10 percent of the variance (∆ R² =.10, F=9.62) at the p<.01 
level. As cultural similarity increased, expatriates‘ adjustment increased. Among demographic 
variables, English proficiency and division are significant predictors of expatriates‘ work 
adjustment (.04<∆R²<.06). These variables added 10 percent of explained variance resulting in a 
total of 20 percent of explained variance in overall expatriate adjustment. 
Cultural novelty had a significantly positive regression coefficient with work adjustment 
scales (Beta =.32, p<.01). Therefore, the more similarity between Korean culture and American 
culture, the more work adjustment of expatriates increased. The only significant predictor among 
demographic variables was English proficiency.  
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Table 13  







Error Beta R² 
Adj. 
R² ∆R² F 
Cohen‘s 
ƒ² 
 English Proficiency .25 .12 .18* .06 .05 .06 6.98** .08 
 Division -.10 .05 -.17 .10 .08 .04 6.34*** .05 
       Cultural Novelty .53 .14 .32*** .20 .18 .10 9.62*** .13 
*p<.05, **p<.01, ***p<.001 
 
In summary, the results showed that cultural novelty had a significant positive 
relationship with overall adjustment, as well as all the subsidiary variables of expatriate 
adjustment: general environment, interaction with host nationals, and work adjustment. Cultural 
novelty was identified as having the most variance in host national interaction and the least in 
work adjustment. The following is a conceptual model of the relationship between cultural 
novelty and expatriate adjustment (Figure 7). 
 
Figure 7. Model for the Relationship of Cultural Novelty and Expatriate Adjustments 
 Research Question 2: The Relationship between Spousal Adjustment and 
Expatriate Adjustment. Using the same method as question one, multiple regressions were 
conducted to examine the relationship between spousal adjustment and expatriate adjustment. 
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For overall expatriate adjustment, overall spousal adjustment emerged as the strongest variable, 
explaining 43 percent of the variance (∆R²=.43, F=53.82, p<.001). Therefore, overall spousal 
adjustment was a significant predictor of the overall adjustment of the Korean expatriates in the 
United States. Among the demographic information, English proficiency is the most significant 
predictor of overall expatriate adjustment (12%) followed by the duration of the foreign 
assignment, even though it is not a strong predictor (3%). These demographic variables added a 
total of 15 percent to spousal adjustment, resulting in a total of 57 percent of overall expatriate 
adjustment. 
Table 14 shows that overall spousal adjustment had significantly positive regression 
coefficients with overall expatriate adjustment scales, marking the highest score among all the 
independent variables (Beta =.67, p<.01) and its impact is very large on the overall adjustment of 
expatriates (cohen‘s ƒ² = 1.02) . Therefore, the more overall spousal adjustment, the more the 
overall adjustment of expatriates increased. As for the relationship of overall spousal adjustment 
and work adjustment of expatriate adjustment, the only predictor among demographic variables 
was English proficiency of expatriates. 
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Table 14  
 
Summary Multiple Regression of Overall Spousal Adjustment and Overall Expatriate Adjustment 
(N=120) 
 
    B 
Std. 
Error Beta R² 
Adj. 
R² ∆R² F 
Cohen‘s 
ƒ² 
Predictors          
 English Proficiency .20 .06 .21*** .12 .11 .12 16.01*** .29 
 
Duration of Foreign 
Assignment .00 .00 .10 .15 .14 .03 10.6*** .07 
        Overall Spousal Adjustment .56 .05 .67*** .58 .57 .43 53.82*** 1.02 
*p<.05, **p<.01, ***p<.001 
 
Spousal Adjustment and the General Environment of Expatriate Adjustment. As the 
next step, in order to see the relationship of the subsidiary variables of spousal adjustment and 
the subsidiary variables of expatriate adjustment, each dependent variable of the general 
environment, interaction with host nationals, and work adjustment of expatriates was tested with 
the general environment and host national interaction of spousal adjustment. First, the general 
environment of spousal adjustment showed a very high connection with expatriate adjustment, 
accounting for 41 percent of variance (∆R²=.41, F=35.99) at below the significance level of .01. 
Then, adding demographic variables, a total of 66 percent of variance was explained. The 
relevant variables are listed below. The model was equally good at explaining the connection 
between spousal interaction with host nationals and the general environment of expatriate 
adjustment (R²=.30). Among demographic variables, number of children is a significant 
predictor in a negative direction. As for spousal interaction with host nationals, cross-cultural 
training, company types, and duration of foreign assignments were significant predictors. 
 Table 15 also shows that the general environment and spousal interaction with host 
nationals had significantly positive regression coefficients with general environment of 
expatriate adjustment scales. Notably, the general environment of spousal adjustment was the 
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strongest predictor among all the independent variables (Beta =.69, p<.01). Therefore, the greater 
the general environment of spousal adjustment, the more the general environment of expatriate 
adjustment increased. When spouses adjusted to general living and housing conditions, food, 
shopping, cost of living, and health care and recreation facilities, expatriates also adjusted well to 
these same situations. This finding confirmed many previous studies emphasizing the importance 
of spousal adjustment among non-work factors in order to ensure expatriate adjustment. 
Interestingly, 114 Korean expatriates among 120 (95%) in this study had spouses with 
children, and they mostly lived with their spouses and children in the United States (112 people 
among 120 people, 93.30%). This matches the data from the Brookfield Global Relocation 
Services (BGRS) collected from different countries (Evans et al., 2009) showing that large 
numbers of expatriates were accompanied by their families. This finding of the strong impact of 
spousal adjustment on expatriates in this study indicates that the well-being of the families of 
Korean expatriates and their adaptation to a new environment as well as their interaction with 








Summary Multiple Regression of General and Host Interaction of Spousal Adjustment and 
General Expatriate Adjustment (N=120) 
  
General Environment of Expatriate Adjustment 
Predictors 
 




CC Training 0.14 0.08 0.1 0.11 0.1 0.11 14.42*** 0.32 
 
Company Types 0.07 0.04 0.1 0.16 0.14 0.05 10.98*** 0.15 
 
English 
Proficiency 0.07 0.06 0.06 0.19 0.17 0.03 9.10*** 0.09 
 
FA Duration 0 0 0.09 0.22 0.19 0.03 8.05*** 0.09 
 
Number of 
Children -0.19 0.06 -.18** 0.25 0.22 0.03 7.58*** 0.09 
      General Environment of     
     Spousal Adjustment 0.62 0.05 .69*** 0.66 0.64 0.41 35.99*** 1.21 
Predictors CC Training 0.37 0.11 .27** 0.11 0.1 0.11 14.42 0.16 
 
Company Types 0.17 0.06 .23** 0.16 0.14 0.05 10.98 0.07 
 
English 
Proficiency 0.14 0.09 0.13 0.19 0.17 0.03 9.1 0.04 
 
FA Duration 0.01 0 .19* 0.22 0.19 0.03 8.05 0.04 
 
Number of 
Children -0.16 0.08 -0.15 0.25 0.22 0.03 7.58 0.04 
       Host Interaction of   
      Spousal Adjustment 0.17 0.06 .24** 0.3 0.27 0.05 .82*** 0.07 
*p<.05, **p<.01, ***p<.001 
Spousal Adjustment and Host National Interaction of Expatriate Adjustment. The next 
was to find the relationship between spousal adjustment and host national interaction on 
expatriate adjustment. According to the results, shown in Table 16, the general environment of 
spouse adjustment accounted for 13 percent of the variance (∆R²=.13, F=15.23) at the significant 
level of 0.01. Then, adding demographic variables, a total of 35 percent of variance was 
explained. Host national interaction of spouses explained 23 percent of variance (∆R²=.23, 
F=23.38) and adding demographic variables resulted in a total of 45 percent. Among 
demographic information, experiences of study abroad, English proficiency, and the number of 
children significantly added to the relationship of spousal adjustment and host national 
interaction of expatriates. 
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Table 16 also shows that the general environment and host interaction of spousal 
adjustment had significantly positive regression coefficients with host national interaction of 
expatriate adjustment scales. Spousal interaction with host nationals (Beta =.49, p<.01) was a 
stronger predictor than the general environment of spousal adjustment (Beta =.37, p<.01) for 
host national interaction of expatriate adjustment. Therefore, the more the general environment 
of spousal adjustment increased, the more host national interaction of expatriate adjustment 
increased. Study abroad and English proficiency were positively related to expatriate adjustment. 
However, having more relatives led to a lower score.  
Table 16 
 
Summary Multiple Regression of General and Host Interaction of Spousal Adjustment and Host 




Host Interaction of Expatriate Adjustment  






           
 Study Abroad .50 .13 .29*** .12 .11 .12 15.72*** .18 
 English Proficiency .21 .09 .20* .18 .17 .06 12.88*** .09 
 Relatives -.33 .11 -.22** .22 .20 .04 10.75*** .06 
    General Environment of     
   Spousal Adjustment .33 .07 .37*** .35 .32 .13 15.23*** .20 
Predictors                
 Study Abroad .40 .12 .24** .12 .11 .12 15.72*** .24 
 English Proficiency .26 .08 .24** .18 .17 .06 12.88*** .12 
 Relatives -.33 .10 -.22** .22 .20 .04 10.75*** .08 
    Host Interaction of       
   Spousal Adjustment .34 .05 .49*** .49 .43 .23 23.38*** .45 
P*<.05, p**<.01, ***p<.001 
 
 Spousal Adjustment and Work Adjustment of Expatriates. Finally, this section 
examined the relationship of the general environment and host interaction of spousal adjustment 
and work adjustment of expatriates. For the general environment of spousal adjustment, the 
regression results in Table 17 displayed low scores compared with the other two subsidiary 
dependent variables (general environment and host national interaction). The general 
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environment of spousal adjustment explained ten percent of variance (∆R²=.10, F=9.18) at the 
significance level of 0.01. Then, adding English proficiency and division, a total of twenty 
percent of variance is explained. Similarly, host national interaction of spousal adjustment also 
shows a low regression result (∆R²=.07, F=8.00) at the significance level of 0.01. However, it is 
notable that both general environment and host interaction of spousal adjustment are positive and 
significant even though the R squared is lower compared to the other models. For both general 
environment and host national interaction of spousal adjustment, English proficiency and 
division were significant predictors, resulting in twenty percent of explained variance.  
The general environment (Beta =.31, p<.01) and host national interaction (Beta =.27, 
p<.01) of spousal adjustment had significantly positive regression coefficients with the scales of 
work adjustment of expatriates. Therefore, it was noteworthy that the better the general 
environment of adjustment by the spouse, the more work adjustment of the expatriate increased 
even though they were lower than the general environment and host national interaction of 
expatriate adjustment. 
English proficiency of expatriates is the only predictor among demographic variables for 







Multiple Regression of General and Host Interaction of Spousal Adjustment and Work 
Adjustment of Expatriate (N=120) 
 
   Work Adjustment of Expatriates  
Predictors   B 
 






 English Proficiency .22 .12 .15* .06 .05 .06 6.98** .08 
 Division -.15 .05 -.24** .10 .08 .04 6.34** .05 
        General Environment of        
        Spousal Adjustment .37 .10 .31*** .20 .17 .10 9.18*** .13 
Predictors                
 English .28 .12 .20* .06 .05 .06 6.98** .08 
 Division -.11 .05 -.18* .10 .08 .04 6.34** .05 
        Host Interaction of  
       Spouse Adjustment .25 .10 .27** .20 .15 .07 8.00*** .09 
*p<.05, **p<.01, ***p<.001 
 
The following is a conceptual model of the relationship between spousal adjustment and 
expatriate adjustment (Figure 8). 
Figure 8. Model for Spousal Adjustment and Expatriate Adjustment  
 Research Question 3. The Relationship between Children’s Education and 
Expatriate Adjustment. In order to find the answer to research question three, multiple 
regressions were conducted to examine the relationship between children‘s education and 
expatriate adjustment. Children‘s education was significant, explaining 11 percent of variance 
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(∆R²=.11, F=13.99, p<.001). Among the demographic information, English proficiency was the 
most significant predictor of overall expatriate adjustment (12%).  
As shown in Table 18, overall, children‘s education had a significantly positive 
regression coefficient with overall expatriate adjustment scales (Beta =.34, p<.001). In other 
words, expatriates‘ children receiving education in the United States and their adjustment to the 
United States were important predictors of expatriate adjustment in general. And it has medium 
impact on expatriate adjustment (cohen‘s ƒ² = .15).  
Table 18 
Summary of Multiple Regression for Overall Children’s Education and Overall Expatriate 
Adjustment (N=120) 
 
 B S.E Beta R² 
Adj. 
R² ∆R² F 
Cohen‘s 
ƒ² 
Predictors         
 English Proficiency .29 .07 .32*** .12 .11 .12 16.01*** .16 
 FA Duration .00 .00 .13 .15 .14 .03 10.6*** .05 
       Children’s Education .36 .09 .34*** .27 .25 .11 13.99*** .15 
*p<.05, **p<.01, ***p<.001  
 In this study, expatriates‘ perception about children‘s education was categorized into six 
subsidiary variables: children‘s schooling, preference for America, social life, English, 
satisfaction, and intention to come to the United States for children‘s education. All six 
subsidiary variables were tested with each subsidiary expatriate adjustment: general environment, 
host interaction, and work adjustment, which are explained in the following section. 
 Children's Education and General Environment of Expatriates. To examine the effects 
of the children‘s education on the general environment of expatriates‘ adjustment, the six 
dimensions of children‘s education were regressed on the general environment of expatriate 
adjustment in multiple models. As the result of a multiple regression analysis, four subsidiary 
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variables of children‘s education emerged as significant with the general environment of 
expatriate adjustment. As shown in Table 19, children‘s school (∆R²=.10, F=9.95) explained 10 
percent of the variance. Satisfaction with children‘s education (9%, F=9.85, p<.001) was the next, 
and the social life of children, and English followed. It is noteworthy that preferences and 
intentions of children‘s education are not significant in their models. As shown in Table 19, 
children‘s schooling, social life, English, and satisfaction are significant variables predicting 
general environment adjustment (.24 <Beta <.32). Therefore, the more children liked to go to 
school, enjoyed their social lives, were satisfied with their education environment, and developed 
their English skills, the more the general environment of expatriate adjustment increased. 
However, preference for being in America and intentions regarding children‘s education 
did not significantly predict general environment adjustment.  
Among demographic information, having cross-cultural experiences and different 
company types were the most effective predictors for the general environment of expatriate 
adjustment. The number of children was also a significant predictor for general environment 








Summary Multiple Regression for Children’s Education and General Environment of Expatriates 
(N=120) 
  
General Environment of Expatriate Adjustment  
Predictors 
 
B  S.E Beta R² 
Adj. 




Cross-Cultural Training .32 .11 .23** .11 .10 .11 14.42*** .17 
 
Company Types .15 .06 .21** .16 .14 .05 10.98*** .08 
 
No. of Children -.18 .08 -.17* .25 .22 .03 7.58*** .05 
 Children’s School .35 .09 .32*** .35 .22 .10 9.95*** .15 
Predictors 
        
 
 
CC Training .31 .12 .22** .11 .10 .11 14.42***  
 
Company Types .15 .06 .20* .16 .14 .05 10.98***  
 
FA Duration .01 .00 .17* .22 .19 .03 8.05***  
 
No. of Children -0.2 .09 -.19* .25 .22 .03 7.58***  
Preference None              
Predictors 
        
 
 
Cross-Cultural Training .31 .11 .23** .11 .10 .11 14.42*** .16 
 
Company Types .16 .06 .21** .16 .14 .05 10.98*** .07 
 
No. of Children -0.2 .08 -.19* .25 .22 .03 7.58*** .04 
 Social Life of Children .24 .08 .25*** .31 .27 .06 8.49*** .09 
Predictors 
        
 
 
Cross-Cultural Training .32 .11 .23** .11 .10 .11 14.42*** .16 
 
Company Types .16 .06 .22** .16 .14 .05 10.98*** .07 
 
FA Duration .01 .00 .16* .22 .19 .03 8.05*** .04 
 
No. of Children -.17 .08 -.16* .25 .22 .03 7.58*** .04 
 Children's English .21 .07 .24** .30 .27 .05 8.22*** .07 
Predictors 
        
 
 
Cross-Cultural Training .26 .11 .19* .11 .10 .11 14.42*** .17 
 
Company Types .14 .06 .20* .16 .14 .05 10.98*** .08 
 
No. of Children -.18 .08 -.17* .25 .22 .03 7.58*** .05 
Satisfaction  .35 .09 .32*** .34 .31 .09 9.89*** .14 
Predictors 
        
 
 
Cross-Cultural Training .33 .12 .24** .11 .10 .11 14.42***  
 
Company Types .16 .06 .21* .16 .14 .05 10.98***  
 
FA Duration .01 .00 .19* .22 .19 .03 8.05***  
 
No. of Children -.19 .09 -.18* .25 .22 .03 7.58***  
      Intention None              
*p<.05, **p<.01, ***p<.001 
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 Children's Education and Host National Interaction of Expatriates. A similar series of 
regressions were run predicting the effect of the children‘s education measures on expatriates‘ 
interaction with host nationals. Four out of six subsidiary variables of children‘s education 
emerged as significant predictors of host national interaction and expatriate adjustment (Table 
20).  
Table 20  
 
Summary Multiple Regression for Children’s Education and Host National Interaction of 
Expatriates (N=120) 
 
Children's Education and Host National Interaction of Expatriate Adjustment 
 
Predictors  B  S.E Beta R² Adj.R² ∆R² F Cohen‘s ƒ² 
 Study Abroad .51 .14 .30*** .12 .11 .12 15.72*** .17 
 English Proficiency .24 .09 .22** .18 .17 .06 12.88*** .87 
 Relatives -.32 .12 -.21** .22 .20 .04 10.75*** .06 
          Children's School .33 .08 .31*** .31 .29 .09 12.94*** .13 
Predictors                 
 Study Abroad .49 .15 .28*** .12 .11 .12 15.72***  
 English Proficiency .29 .09 .27** .18 .17 .06 12.88***  
  Relatives -.29 .12 -.19* .22 .20 .04 10.75***  
          Preference None       
Predictors                 
 Study Abroad .46 .14 .27** .12 .11 .12 15.72*** .17 
 English Proficiency .29 .09 .27** .18 .17 .06 12.88*** .08 
 Relatives -.36 .12 -.24** .22 .20 .04 10.75*** .06 
          Social Life of Children .24 .08 .26** .28 .26 .07 11.37*** .10 
Predictors          
 Study Abroad .51 .14 .30** .12 .11 .12 15.72*** .16 
 English Proficiency .26 .09 .24** .18 .17 .06 12.88*** .08 
 Relatives -.29 .12 -.19* .22 .20 .04 10.75*** .05 
         Children's English .21 .07 .23** .27 .25 .05 10.70*** .07 
Predictors                 
 Study Abroad .48 .14 .28** .12 .11 .12 15.72*** .17 
 English Proficiency .27 .09 .25** .18 .17 .06 12.88*** .09 
 Relatives -.32 .12 -.21** .22 .20 .04 10.75*** .07 
          Satisfaction  .31 .09 .28*** .30 .27 .08 12.13*** .11 
Predictors                 
 Study Abroad .49 .15 .28** .12 .11 .12 15.72***  
 English Proficiency .29 .09 .27** .18 .17 .06 12.88***  
 Relatives -.29 .12 -.19* .22 .20 .04 10.75***  
          Intention None       
*p<.05, **p<.01, ***p<.001  
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 Children‘s schooling, social life, English, and satisfaction were significant variables 
predicting general environment adjustment among the six dimensions of children‘s education 
(.23 <Beta <.31). However, preference of being in America and intention of children‘s education 
do not significantly account for variance in host national interaction of expatriate adjustment. It 
is notable that the result was very similar to the relationship between the children‘s education 
and general environment of expatriate adjustment.  
Therefore, the more the children liked to go to school, enjoyed their social lives, were 
satisfied with their education environments, and developed their English skills, the more the host 
national interaction of expatriate adjustment increased. 
As for the differences in the relationship between children‘s education and the host 
national interaction of expatriates, predictors among demographic information were study 
abroad, English proficiency, and presence of relatives. Notably, both study abroad and English 
proficiency were very effective predictors of host interactions of expatriates (.22<Beta<.30). 
However, having more relatives led to a lower score in that regression (-.21<Beta<-.24).   
 Children's Education and Work Adjustment of Expatriates. The multiple regression 
between children‘s education and work adjustment showed quite different results compared to 
the previous models. As shown in Table 21, work adjustment was not predicted as well as the 
other expatriate variables discussed above (.14 <Adjusted R Square <.16, 7.56< F <8.35). In 
addition, only children‘s schooling, social life, and English ability are significant predictors of 
the work adjustment of expatriates (.26 < Beta < .29) at the level of p<.01. The result suggests 
that the higher the degree of similarity regarding a child‘s school, social life in school, and 
development of the child‘s English, the more work adjustment of expatriates improved. 
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Among the demographic information, no variables except English proficiency were 
significant and it is a positive predictor between the relationship of children‘s education and 
work adjustments of expatriates. Division was statistically significant but in the negative 
direction. 
Table 21  
Summary Multiple Regression for Children’s Education and Work Adjustment of Expatriates 
(N=120) 
  
Children's Education and Work Adjustment of Expatriates 
 
Predictors  B  S.E Beta R² 
Adj
.R² ∆R² F 
Cohen‘s 
ƒ² 
 English Proficiency .25 .12 .17* .06 .05 .06 6.98** .07 
 Division -.15 .05 -.24** .10 .08 .04 6.34** .05 
         Children's School .41 .12 .29** .18 .16 .08 8.31*** .10 
Predictors          
 English Proficiency .31 .13 .22* .06 .05 .06 6.98**  
  Division -.13 .05 -.21* .10 .08 .04 6.34**  
         Preference None      
Predictors          
 English Proficiency .31 .12 .21** .06 .05 .06 6.98** .07 
 Division -.12 .05 -.20** .10 .08 .04 6.34** .05 
          Social Life of Children .32 .10 .26** .16 .14 .07 7.56*** .08 
Predictors          
 English Proficiency .27 .12 .19* .06 .05 .06 6.98** .07 
 Division -.13 .05 -.21* .10 .08 .04 6.34** ..05 
          Children's English .33 .10 .28** .18 .16 .08 8.35*** .10 
Predictors          
 English Proficiency .31 .13 .22* .06 .05 .06 6.98**  
  Division -.13 .05 -.21* .10 .08 .04 6.34**  
          Satisfaction None      
Predictors          
 English Proficiency .31 .13 .22* .06 .05 .06 6.98**  
  Division -.13 .05 -.21* .10 .08 .04 6.34**  
          Intention None       
*p<.05, **p<.01, ***p<.001 
In summary, the result showed that children‘s education had a significant positive 
relationship with overall adjustment and each of the subsidiary variables of expatriate adjustment. 
Notably, children‘s education predicted both the general environment of expatriates and host 
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interaction of expatriates better than work adjustment of expatriates. This finding confirmed 
previous studies mentioning the importance of family and children‘s adjustment in order to 
ensure expatriate adjustment (Fukuda et al., 1994). In addition, this was a new finding that 
children‘s early study abroad, in fact, affects Korean expatriate adjustment working in the United 
States. 
The following is a conceptual model of the relationship between children‘s education and 
expatriate adjustment (Figure 9). 
 
 
Figure 9. Model for Children‘s Education and Expatriate Adjustment 
 Research Question 4. The Relationship between a Sense of Community and Overall 
Expatriate Adjustment. In order to identify the most important community type, participants 
were asked to rank the most and least important community (survey question no. 70).  Then, 
participants were asked to choose the level of their involvement in the community that they had 
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ranked as the most important (survey question No. 71). The results are presented in tables 22 and 
23. 
Table 22 
Ranks of Important Community (N=120) 
Ranks Community Types 
No. of 
Answers Percentage 
1 Expatriate Community 54 50.00% 
2 Home Country Community 22 20.37% 
3 Religious Community 20 18.52% 
4 Other 4 3.70% 
4 Korean Community 4 3.70% 
6 Korean-American Community 2 1.85% 
6 Civic Community 2 1.85% 
  
Table 23  
Degree of Involvement in Important Community (N=119) 
 Frequency % 
Not Involved at all 5 4.2 
Not very involved 18 15.1 
Somewhat involved 30 25.2 
Involved 34 28.6 
Very involved 32 26.9 
Total  119 100 
 
 Based on Table 22, expatriate community was considered the most important 
community (50%). It is not surprising to find that expatriate community was ranked as most 
important considering that it refers to the global mobility of expatriates in the work force and 
also the physical, geographical, or virtual networks of expatriates that can maintain and support 
homeland identity and relationships (Bennett et al., 2000). Home country community, ranked as 
the next most important community, indicates that expatriates need vocational, informational, 
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and psychological support from the home country supplied by family, friends, and social 
networks in the home country, as well as relationships with their colleagues and supervisors in 
the headquarters (Mezia et. al., 2005). The third most important, religious community, is 
important for expatriates and their families to survive and adjust in new environments. Korean 
churches might be the most important ethnic institution that supports expatriate adjustment (Kim, 
et al., 2002). However, Korean community, Korean-American community, and civic community 
are ranked low, indicating that social communities in the United States are not that important to 
expatriates. As for ―other‖ communities, alumni, American community, wives‘ socialization 
clubs, and sports and hobby clubs were suggested. 
 In addition, 96 participants among the 119 who answered the question of their level of 
involvement in the most important community (question No. 70) marked between ―somewhat 
involved‖ and ―very involved‖ (total 80.70%) as shown in Table 23. Therefore, it is assumed that 
participants engage in their important communities, which primarily refers to expatriate 
community and their home country community. 
In order to find the relationship between a sense of community and expatriate adjustment, 
the relationship of overall variables of a sense of community and overall expatriate adjustment 
variables were examined before testing each subsidiary variable. A sense of community appeared 
significant in Table 24, explaining five percent of the variance (∆R²=.05, F=10.04, p<.001) and 
its effect size is small (cohen‘s ƒ² = .06). This shows that the sense of community was a 
significant predictor of the overall adjustment of the Korean expatriates in the United States, but 
it has low impact on expatriate adjustment, and compared to other major independent variables, 
the model fit is not strong (Adjusted R²=.19, p<.01).  
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This result is surprising in that the rationale for this study was based on the idea of 
community, yet it turned out to have a small effect. However, it is assumed that the unique work 
and living situations of expatriates are part of the reason for this result. For example, from the 
result of my earlier research about expatriate adjustment, participants reported that they had 
limited relationships with Korean American communities and other communities in the United 
States because of their unique situation. They temporarily live in the United States and are 
socially identified as elite due to their high salaries and great benefits from Korean companies; 
this may affect the way they are regarded by Korean Americans, thus limiting their openness to 
community influence. Another assumption is that even though expatriates interact with 
headquarters in their home country aggressively for work matters, they are physically too far 
apart from it to feel the sense of belonging. In addition, since expatriates often mobilize 
geographically for assignments, it is hard to find appropriate communities in which they can feel 
a sense of belonging or to which they can devote their energy. Therefore, collective cohesion or a 
sense of fellowship might be hard to build (Buckner, 1988). Also, in some cases communities 
may not share the same interests to attract expatriates‘ attention, which means they would not be 
important to expatriates‘ adjustment.  
Table 24 
 
Summary Multiple Regression of a Sense of Community and Overall Expatriate Adjustment 
(N=120) 
 




Error Beta R² 
Adj. 
R² ∆R² F 
Cohen‘s 
ƒ² 
      English Proficiency .28 .08 .31*** .12 .11 .12 16.01*** .15 
     FA Duration .01 .00 .20* .15 .14 .03 10.60*** .04 
A Sense of Community .20 .07 .23** .21 .19 .05 10.04*** .06 




 In this study, a sense of community was categorized into four subsidiary variables: 
fulfillment of needs, membership, influences, and shared emotional connections. The subsidiary 
variables were tested with each subsidiary expatriate adjustment, specifically: general 
environment, host interaction, and work adjustment. 
 Fulfillment of needs and shared emotional connections emerged as significant predictors 
of the general environment of expatriate adjustment; however, they account for little variance 
(.03< ∆R² <.04, 7.30 <F <7.70). Similarly, the results from testing the relationship of a sense of 
community with the host nation interaction with expatriate adjustment indicated that fulfillment 
of needs and shared emotional connections appear as significant predictors of host nation 
interactions of expatriates. This explains three and four percent of the models which account for 
little variance (.03< ∆R² <.04, 9.35< F <9.83), respectively. Lastly, the result of testing the 
relationship between a sense of community and work adjustment of expatriates indicated that 
none of the subsidiary dimensions of the sense of community are significant. Therefore, a sense 
of community turned out to have little influence on expatriates‘ adjustment in this study. 
 The Relationship between Community and Family Factors and Expatriate 
Adjustment. The final test investigated the relationship between all four independent variables 
(cultural novelty, spousal adjustment, children‘s education, and community) and overall 
expatriates‘ adjustment.  
In this model, all of the demographic variables used in the previous analyses (question1, 
2, 3, and 4) were used as predictors and entered in the first step. In the next step, all four 
independent variables entered into the second single block while a stepwise method was 
employed. This regression model was chosen in order to ensure that independent variables of 
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interest are related to the dependent variable (expatriate adjustment) regardless of demographic 
variables. 
 Table 25 presents that spousal adjustment, cultural novelty, and children‘s education 
were all significantly related to the overall expatriate adjustment, accounting for 66 percent of 
the variance. Notably, spousal adjustment alone explains 43 percent of the variance and also has 
the strongest relationship with expatriate adjustment (Beta=.55). Therefore, for expatriate 
adjustment, spousal adjustment appears as the most important factor. Cultural novelty is the next 
most important factor and children‘s education is third. However, a sense of community does not 
appear as a significant variable in this model. 
Table 25 






Error Beta R² 
Adj
. R² ∆R² F 
Predictors         
 English Proficiency .18 .05 .20*** .12 .11 .12 16.01*** 
 FA Duration .00 .00 .06 .15 .14 .03 10.60*** 
        Spouse Adjustment .45 .05 .55*** .58 .57 .43 53.82*** 
        Cultural Novelty .28 .06 .26*** .66 .65 .08 55.58*** 
        Children's Education .16 .06 .15** .68 .66 .02 48.11*** 
        A Sense of Community None      
*p<.05, **p<.01, ***p<.001 
 
The following is a conceptual model of the relationship between community and family 




Figure 10. Model for the Relationship between Community and Family Factors and Expatriate 
Adjustments  
 Expatriates’ Description about Supporting Factors of Expatriate Adjustment. This 
section is an analysis of open-ended answers about the supporting factors of expatriate 
adjustment. A total of 83 people among the 120 participants wrote their opinions that might help 
expatriate adjustment based on their thoughts and experiences of foreign assignments. 
 As for the analysis procedure, the open-ended answers were analyzed in thematic 
connections of participants‘ descriptions, organized into categories, and integrated by their 
themes utilizing the researcher‘s intuition and intellect in the process (Taylor & Bogdan, 1998).  
In open coding, identifying things that are important to participants through understanding of 
what they think is key and important. According to Emerson, Fretz, and Shaw (1995), shifting to 
focused coding from line-by-line analysis requires ―building up and elaborating analytically 
interesting themes‖. It is necessary to connect data by ―delineating subthemes and subtopics‖ 
from the broad topic, which is another endeavor of focused coding (p. 161).  
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 In this study, the open ended answers were initially coded into 19 subtopics from the 
broad topics by thematic connection and descriptions. In focused coding, the 19 subtopics were 
clustered into six main categories, based on thematic connections such as 1) individual effort for 
adjustment, 2) cross-cultural programs, 3) family adjustment, 4) English acquirement, 5) 
workplaces related adjustment, and 6) community surroundings and activities (Table 26). It is 
notable that individual efforts to adjustment were most frequently illustrated within the 
participants’ answers. 
Table 26 
Coded Themes of Supporting Factors of Expatriate Adjustment (No. of opinions=116) 
Main Themes (Focus Coding) Subthemes (Open Coding) 
Individual Effort (26%) Social activities (11) 
Open mind (10)  
Hobbies (2) 
Personal Capability (7) 
 
Cross-cultural Programs (23%) 
 
Cultural Experiences (15) 
General Information (2) 
 




Company Support (7) 




Workplace Related Adjustment (16%) 
 
Internal Social Activities (5) 
Help from Expatriates (2) 
Headquarters‘ Support (2) 
Professional Support Center (2)  
Work Related Education before Expatriation (5) 
Program for repatriation (2) 
Community Surroundings and Activities (9%) Residential Community (4) 
Korean Community (2) 
Community Activities (4) 
 
The following is the description from the thematic analysis of the supporting factors of 
expatriate adjustment from open-ended answers. 
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 Individual Capabilities and Endeavors to Adjust. Thirty among 116 opinions were 
related to the topic of individual capability and endeavors to adjust. Individual capacities and 
effort to adjust to a new environment is significant to their successful life in a foreign context.  
For example, one participant stated that “acculturation, objectivities, clearness, and 
understanding” as self capability as the support factors of adjustment and emphasized “self-
responsibility” and “self-leadership” in order to lead a good life in a foreign assignment. In 
addition, some participants explained about active involvement and engagement in different 
situations with self motivation such as “challenge, braveness, self-confidence” and “travel 
around” to different places. Overall, having an “open mind” and “positive approach” to different 
cultural and work situations were described as core capacities and utilizing free-time to search 
for “hobbies” in new places was helpful to their adjustment. 
 Cross-cultural Program and Field Work Experiences. The importance of cross-cultural 
training before expatriation was stated by several participants. Field work experience in the 
future expatriation destiny was suggested as one method of cross-cultural training that can help 
expatriate adjustment. “Cultural education” and providing booklets listing general life 
information concerning “health care, the traffic system, etiquette and manners, housing, car 
rental information, and living costs would be indispensible,” was stated as an important factor for 
supporting expatriation. Someone expressed the following concern: “As for the first expatriates, 
even restaurant matters and other etiquette can make them frustrated even though they received 
cross-cultural training. That is not everything.” It was noteworthy that someone mentioned that 
“understanding people is important by understanding their different cultural backgrounds and 
their way of thought and language” That can promote “working better.” Also, it was suggested 
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that cross-cultural training should differ from one country to another and that it should be 
customized for local places. 
 English Acquirement. The importance of English acquirement before their expatriation 
was suggested by fifteen participants. Also, continuing education programs in English in host 
countries with reasonable lesson fees can help their continuing development of English skills. 
“The adjustment period can be shortened in their expatriation if people have very good English 
proficiency,” someone noted. It was also suggested that not only company-sponsored English 
education programs but also public site programs run by KOCHAM, Consulates Office, and 
Embassies would be beneficial to develop spouses’ English skills. 
 Family: Spousal Adjustment and Children’s Education. One interesting finding here is 
that living with family together during expatriation was regarded as very important. One 
participant wrote that “It is unimaginable to live alone without family in a foreign country” and 
described that it was hard for him to live alone during expatriation. Religious activities for/ with 
family members were suggested in several responses. In addition, family and community groups 
are important and should be supported in order to overcome loneliness in foreign countries. A 
participant noted that “it is preferable to let spouses have their own social groups and friends and 
also let children have friends”. An official company-sponsored support program for family 
adjustment is necessary. “Smooth settling down of family”, “enough communication with family 
members” and “family’s positive attitude” to the foreign situation are important factors that help 
expatriates’ good adjustments. The active support and concern among family members were 
expressed by expatriates overtly.  
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 Workplace Related Support. Several concerns and suggestions about workplace related 
support emerged as important. First, cultural differences between expatriates and local workers 
are significant and in order to overcome this cultural gap, social activities together need to be 
encouraged. A participant noted that, “even though local workers follow the directions of 
expatriates, it is because of job position and title. We have to actively try to communicate with 
them.” Next, support and cooperation between the same expatriates can facilitate expatriate 
adjustment. Especially, the advice from expatriates already settled down needs to be handed over 
to new expatriates. Third, “positive support and active financial support from headquarters” are 
emphasized, namely, “professional centers for making company policy for expatriates and 
handling visas for children and family”, “a career development program after repatriation,” and 
working environment improvement such as “working hours adjustments”.  Lastly, work load 
and expatriates’ roles are generally expanded compared to when they worked in Korea. “The 
expectation from headquarter and from local branched concerning expatriates are different”. In 
order to solve this dichotomy “work related education before foreign assignment” and “field 
work” education were suggested to enable smooth settling down to a new workplace.   
 Communities. The participants in this study were scattered in several locations in the 
United States, specifically: metropolitan cities such as Chicago, Ann Arbor, Houston, New York, 
LA, Irvine, and San Jose; or small cities such as McAllen and Reynosa in Texas. Several 
participants stated that expatriate adjustment would depend on the time and the situation of their 
surroundings. “New Jersey and LA is just the same as Korea” because they have solid and rich 
Korean communities, where they can shop, eat and meet Korean people. However, some 
participants who live in different situations complained about hard situations: “The city is a 
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better place for living for Koreans in terms of education environment, but, here, in U city, there 
is nothing that those demands can be satisfied.” “Korean doctors are needed for better 
communication in health care centers” can be an example. A Korean community was regarded as 
“a good environment for better adjustment for expatriates” because “their huge concerns in living 
in foreign countries are financial issues and health problems” 
 On the other hand, some participants suggested the idea that “expatriates’ social 
contribution” to their local communities and encouraged community activities during free time 






Discussion and Implications 
Discussion of the Findings 
 This study investigated the relationship between community and family factors and 
expatriate adjustment. The purpose of this study was to explore to what extent the community 
and family factors such as spousal adjustment and children‘s education are related to the 
international adjustment of expatriates, and to examine to what extent the demographic factors of 
expatriates are associated with these non-work factors and expatriate adjustment. This study 
contributed to the field of the Human Resource Development by focusing on the following non-
work factors. First, this topic focused on communities which have not been much studied in 
expatriate adjustment. Second, this topic focused on distinguishing different types of 
communities that facilitate expatriate adjustment. Finally, this study found that family factors, 
including spousal adjustment and children‘s early education abroad have an important 
relationship with expatriate adjustment. 
This chapter presents discussions of findings on the following topics (a) why expatriates 
don‘t need a sense of community, (b) Children‘s early study abroad adds to Korean expatriate 
adjustment, (c) family really matter, and (d) culture again.  
 Why Expatriates Don’t Need a Sense of Community? It was surprising to find that a 
sense of community did not relate to expatriate adjustment. Especially considering the collective 
tendency of Korean cultural norms (Hofstede, 1984; Triandis, 1995), this result was unexpected. 
A possible reason might be expatriates‘ unique social statuses and identity statuses (as mentioned 
in chapter 4) which involve great physical and social mobility (Bennett et al., 2000; BGRS, 
2009). They are physically distant from headquarters in Korea, stay temporarily in mission 
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countries, and have a privileged social status that might be isolated from Korean and/or from 
Korean-American communities. Thus, it might not be surprising, from the open-ended answers, 
that the majority of people expressed individual capability and effort as the supporting factors of 
their adjustment. Self-responsibility, courage, and open minds to new environments might be 
important characteristics in order to cope with their new surroundings and work in a foreign 
context, instead of feeling support and a sense of community from outside sources. This result 
might be closely related to the expatriates‘ motivation study of Pucik (1992) who found that 
more recent expatriates possess learning motives such as developing personal experiences and 
developing competence. Expatriates view these as good tools for self-achievement instead of 
only taking demand-driven roles as knowledge transfer as the corporate agent in their 
expatriation. 
 One more thing to consider is the survey design in which many of the expatriates 
answered that the expatriate community was the most important and the home country 
community was the next. Their answer for the community question might be related closely to 
their organizational cultures that might support their expatriation in some degree or not. Notably, 
from the open-ended answers, participants expressed a great deal of workplace-related support 
that implied a lack of sufficient systematic tools from headquarters and local offices that could 
facilitate their adjustment, as well as a lack of communication between headquarters and local 
offices.  
 Nevertheless, a sense of community is an important topic for expatriates. Do they not 
need a sense of community to better their adjustment? For the answers to the open-ended 
question, participants talked about the influences of the cities surrounding them and complained 
about the lack of healthcare facilities and Korean communities in their towns. Also, they 
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explained that community was a good place for learning culture and a good place from which to 
receive support for their adjustment (Harrison et al., 1996). Based on the findings and data 
analysis, fulfillment of needs and shared emotional connections were slightly significant to 
expatriate adjustment (McMillan et al., 1986). Even though it is small and not distinctively 
present in the findings, fulfillment of needs and emotional connections might be related to their 
adjustment, and these factors need to be considered in a future study regarding their improved 
adjustment  
Children’s Early Study Abroad Adds to Korean Expatriate Adjustment. It is 
satisfying for this study to find that, as a part of family-related factors, children‘s early study 
abroad was confirmed as adding to the context of the adjustment of Korean expatriates who have 
foreign assignments in the United States. It is noteworthy that children‘s schooling, social life, 
and English development were highly related to the general environment, interaction and work 
adjustment of expatriates. However, both the preference for children‘s education in the United 
States and the intention to be expatriated for children‘s education were not related to expatriate 
adjustment. This reveals that participants often take on expatriation as a chance for children‘s 
education abroad, but do not pursue expatriation solely for children‘s education. However, it is 
possible to assume that the mobility of expatriates might be affected by the path of their 
children‘s study abroad. For example, expatriates may find a new job or stay in the United States 
longer for their children‘s education, affecting both the expatriates and their organizations. This 
is likely, considering that the value of children‘s educational achievement is very important to 
Korean parents for their children‘s upward social mobility (Kim, 2002; Kim et al., 2008; Zhou et 
al., 2006).   
  
110 
In addition, one must recognize children‘s early study abroad, chogi youhak, as a new 
social phenomenon within Korean society (Ablemann, 2009); therefore, the finding of the 
relationship between children‘s education and expatriate adjustment was important and 
confirmed this social issue. Again, this finding might be limited to the Korean expatriates who 
work in the United States, especially considering the importance they place on their children 
learning English and their preference for working in English-speaking countries (Abelmann, 
2004; Kim et al, 2008).  
 Family Really Matters. The results showed that spousal adjustment had the most 
significant relationship among all the independent variables with each of the subsidiary 
dimensions of expatriate adjustment. In particular, spousal adjustment had the strongest effect on 
the general environment of expatriates, followed by host national interaction, and finally, work 
adjustment. 
This finding was noteworthy in that it confirmed the findings of previous research and 
showed that the role of family was stable in changing times. Previous studies have emphasized 
the importance of spouse and family to expatriate adjustment (Black et al., 1989; Black et al., 
1991a; Fukuda et al., 1994); in addition, Korean expatriates considered their spouses‘ 
adjustments seriously when they were recruited for foreign assignments (Son, 1996). In addition, 
the finding of this study showed that managers from highly important multinational companies 
of Korea also value family. Notably, spousal adjustment to the general environment influences 
an expatriate‘s general adjustment a great deal. As answers to the open-ended question about the 
supporting factors of adjustment, smoothly settled down family members and social groups for 
spouses were expressed often. This might reveal that family is valued by Korean expatriates. It 
might not be surprising that most of the participants in this study came to the United States 
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accompanied by their spouses and children. Family adjustment is regarded as a major factor 
affecting the adjustment of Korean expatriates of major Korean companies. Retrospectively, it 
should not be ignored that if spouses cannot adjust to new places and countries, that might cause 
problems regarding expatriate adjustment (Fukuda et al., 1994). Family adjustment really matters 
to expatriate adjustment. 
Culture Again. The results showed that cultural similarity had a significant positive 
relationship with overall adjustment, as well as all the subsidiary variables of expatriate 
adjustment. In other words, the less expatriates perceived cultural differences the more they felt 
adjusted. Cultural novelty was especially identified as having the most variance in host national 
interaction and the least in work adjustment.  
The results were consistent with many previous studies by suggesting that expatriate 
adjustment is more difficult when the host culture is more different or distant (Black, 
Mendenhall et al., 1991; Black et al., 1989; Church, 1982; Mendenhall et al., 1985, Torbione, 
1982). 
In contrast, Selmer (2006) failed to find a relationship between cultural novelty and any 
of the three expatriate adjustment variables for Chinese expatriates. This may suggest that the 
current findings apply only to Korean expatriates. While considering different cultural or 
business cultural norms between Korea and the U.S. (Gelfand et al., 2006; Kim et al., 1998; Kim 
et al., 2008), the following should be stressed: a collective way of thinking, group-oriented 
psychological identity, a tight culture, a tight business society, and cross-cultural knowledge for 
business expatriates. In fact, many studies describe failure in overseas missions that are the result 
of workers‘ poor adjustment to their new environments (Baker & Ivancevich, 1971; Black, 1988; 
Black et al., 1990; Littrell et al., 2006; Tung, 1981). 
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 This study proposed that even though cultural novelty was regarded as a country-level 
variable, individual-level cultural novelty should be examined. For example, each individual 
might have had a different extent of cultural distance based on his or her foreign experiences, 
language proficiency, gender, and age. As the results showed, expatriates who had a high level of 
English proficiency and were in a certain division showed better work adjustment when cultural 
similarity increased. Expatriates who had experienced studying abroad and possessed advanced 
English proficiency showed better host national interaction when their cultural similarity was 
high. In addition, expatriates who had cross-cultural training before foreign assignments, who 
were in certain company types, and who had a longer duration of foreign assignment showed 
better adjustment to the general environment when their cultural similarities increased. It is not 
surprising to see that many of the open-ended answers emphasized cross-cultural training and 
field experiences as supporting factors of their adjustment. Even seemingly small details, such as 
restaurant etiquette, facilitate the progress of understanding people of different cultures and are 
significant factors in expatriate adjustment. Culture still seems to be critical to expatriate 
adjustment ever since expatriation started (Evans et al., 2009). 
 Each of these descriptions implies that cultural similarity only matters in these cases (i.e. 
people with high English proficiency), except as pertains to adjustment to the general 
environment. Language seems not to influence the general lives of expatriates which involve 
housing, shopping, transportation, and leisure. Many of the participants expressed, in their open-
ended answers, the importance of English acquisition before foreign assignment and easy access 
to English lessons in the United States for better and easy adjustment. Language is the important 
tool through which cultural norms and customs are understood; also, without concrete 
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understanding of English in business workplaces, it is not likely that one will accomplish a 
foreign mission successfully.  
In summary, the findings of this study show that the adjustment of Korean expatriates 
working in American branches of Korean multinational companies is associated with the notions 
of cultural novelty, spousal adjustment and children‘s education abroad; however, it is not 
associated with a sense of community. Among the demographic profiles of the participants in the 
study, English proficiency is a distinctively consistent factor for expatriate adjustment, as well. 
The findings indicate that spousal adjustment is critical to expatriate adjustment within the 
general living environment. There is also evidence that children‘s schooling, social life, and 
English development can promote expatriate adjustment in general. Communities comprised of 
expatriates are the most important communities in which expatriates are involved to some degree, 
but the communities do not influence their adjustment in foreign contexts at deep levels. 
Implications  
 Implications for Research. From the findings of this study it can be confirmed that 
culture and family factors are important to expatriates‘ successful adjustment to their lives and 
workplaces, even though they are not fully recognized. However, this study was only for Korean 
expatriates situated in Korean multinational companies in the United States; generalization of the 
findings could be inappropriate, but still valuable as references to expatriates‘ cultural 
adjustment issues. Even though these findings were confirmed with Korean managers of Korean 
major multinational companies in American branches, this study can be repeated in different 
ethnic groups and different multinational companies in the United States or other countries.  
 Studies that consider the effects of organizational culture and national culture on 
employees may lead the way to improving expatriates‘ preparation for foreign assignments 
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(Adler, 2008). Cultural studies vary depending on the characteristics of the companies and 
countries. Studies about the relationships of adjustment and performance related to the 
organizational and national culture would be an interesting topic for researchers. 
 Furthermore, it would be meaningful for the researcher to identify what kinds of factors 
discourage, as well as encourage, connections with children‘s early education abroad and spousal 
adjustment. Additionally, examining how culture helps expatriates adjust and perform better in 
their foreign assignments might be an important follow-up for this study. Surely more 
cumulative studies that include various multinational companies and examine various country 
backgrounds are needed. 
  In contrast, however, a sense of community that was assumed to be important to 
expatriate adjustment by the researcher in this study turned out to be not much related. The 
researcher suggests finding the reason for why a sense of community was not considered 
important to Korean expatriate adjustment. Particularly, it would be meaningful to research the 
roles and functions of expatriate communities and home country communities and how they 
influence expatriate adjustment and to identify the strengths and weaknesses of the communities. 
Related to the study of a sense of community, organizational culture and perceptions of different 
cultures or ethnic groups in terms of HRD perspectives may be studied in depth.  
In addition, Caligiuri and Lazarova (2002) demonstrated well the dynamics of female 
expatriates‘ cross-cultural adjustment through social support and social interaction. Since the 
present study only focused on expatriates who are male (not intentionally, but, participants 
happened to be all men), it would be meaningful to extend the study to identify family-related 
and cultural factors that motivate and encourage female expatriates‘ adjustment. Also, it would 
be interesting to notice how female expatriates respond to the children‘s education issue.  
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From the observations of this study, the quality of life and work and life balance for 
expatriates should be researched as a human concern (Reynolds et al., 1993). For instance, within 
their complex roles and competitive industrial environments, corporations need to learn how to 
support expatriates as they resolve their challenges and stress constructively. In addition, strategic 
HRD plans for facilitating the readjustment of expatriates who return from foreign assignments 
need to be researched.  
Finally, it would be beneficial if research about a sense of community is repeated with 
other groups of expatriates, including different countries and different companies and compare 
those results with this study. 
Implications for Practice. Practically, this study can inform cross-cultural training, 
career development, and organizational development. Within the philosophic aspects of HRD, 
Johansen and McLean (2006) pointed out the importance of HRD practitioners‘ awareness of 
cultural backgrounds, assumptions, and views of world influence, and world views of adult 
learning. HRD studies taught according to the traditional Western philosophy of education might 
not be appropriate for Asian, European, or African expatriates who have different perspectives 
on HRD in the workplace. Therefore, based on this idea, as for an implication for practice, it is 
beneficial to understand the situations of expatriates in order to develop a strategic plan for 
expatriates‘ training and career development with the perspective of organizational development. 
Expatriates are excellent human capital in companies and in their nations. It will be 
significant to understand how to sustain elite workers after foreign assignments. The Korean 
expatriates who participated in this study are the significant factors through which other Korean 
expatriates can connect their daily lives during the process of cross-cultural adjustment. 
Community or social networking to systematically support expatriates and their family members 
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should be considered when companies send expatriates abroad. Those systems or programs 
which support expatriates‘ cross-cultural coping and advocate business success should be 
implemented and maintained throughout companies. 
Expatriates work extensively on complex tasks and have frequent intercultural 
interactions (Bhawuk et al., 1992). Culture is the broad intrinsic artifact with which they need to 
deal. Adler (2008) also questioned if organizational culture reduced or diminished national 
culture. However, she agreed with Laurent‘s (1983) assertion that there are ―more pronounced 
cultural differences among employees from around the world working within the same 
multinational company than among those working for organizations in their native lands‖ (Adler, 
2008, p. 63). Laurent (1983), furthermore, discovered that organizational culture maintains or 
enhances the national culture of employees and managers. If we assume that cultural identity 
distinctions in host companies are strong because of resistance to different cultural norms, we 
can then better conjecture how the expatriates suffer as they try to balance two cultural norms. 
Therefore, it would be suggested to hire cultural experts to counsel and give guidance to 
expatriates regarding balance between host companies and home companies. 
 
 In addition, based on the findings of this study and other research (Fukuda et al., 1994) 
children‘s education or children‘s study education abroad and spouses‘ social lives were revealed 
as important to expatriate adjustment. Companies who send expatriates for foreign assignments 
should consider the support of children‘s education in more detail. Companies also need to find 
ways to facilitate spousal social activities and networks through their company polices. There are 
many challenges for expatriates in multinational companies due to the complexity of operating 
within the global business area; therefore, challenges should be addressed with the respect of 
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Thank you for agreeing to participate in this research project exploring the relationship between 
community and family factors and expatriate adjustment. Your knowledge and insight are 
extremely important to the success of this project. 
 
The survey will focus on questions pertaining to your thoughts about cross-cultural adjustment in 
the United States. Enclosed is a Consent Form that I request you read thoroughly, sign, and date. 
This signed consent form is required by the University of Illinois at Urbana-Champaign. I will 
pick it up at the time of our meeting, or you can send it to me by email attachment. I would also 
be happy to provide you with a copy of this form for your records, if requested. 
   
If you have any questions, I can be reached at (217) 721-8878 or at theresak83@yahoo.co.kr or 
hkang08@gmail.com. Thank you again for agreeing to participate in this project. Your time and 
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Organization Consent Form 
 
Re: Research Participation Request 
 
I am a doctoral student majoring in human resource development at the University of Illinois at 
Urbana-Champaign (UIUC). With Professor K. Peter Kuchinke, my dissertation director, I am 
working on my dissertation focusing on the adjustment of Korean expatriates who are working in 
the United States. The outcomes of the study will help us better understand how to assist 
expatriates in successfully working in their new environments. Study results will not only 
contribute to the literature, but also provide feedback and recommendations to organizations. 
 
To conduct this study, I would like to survey Korean expatriates. Could you please allow me to 
contact Korean expatriates in your organization to ask their participation in the study? If you 
approve this request, I will contact expatriates to conduct a survey questionnaire. Completing the 
survey should take about 15-20 minutes. 
 
I would truly appreciate your help. If you have any questions about the study, please feel free to 
contact me by phone 217-721-8878 or by email at theresak83@yahoo.co.kr.  
 









Participant Consent Form 
 
You are invited to participate in a research project investigating ―the relationship between 
community and family factors and expatriate adjustment.‖ This study will be conducted by Hye-
Seung Kang for the purpose of fulfilling the requirements for her doctoral program at the 
University of Illinois at Urbana-Champaign. This study is supervised by Dr. K. Peter Kuchinke 
at the University of Illinois at Urbana-Champaign. Results of this study will contribute to 
advancing the knowledge and practice of cross-cultural adjustment intervention for expatriates. 
 
The purpose of this study is to explore to what extent the community and family factors such as 
spousal adjustment and children‘s education are related to the international adjustment of 
expatriates, and to examine to what extent demographic factors of expatriates are associated with 
these non-work factors and expatriate adjustment. 
 
The results of the research may be used for a dissertation paper, educational presentation or 
journal article. All data collected during the study will be kept confidential and accessible only to 
the researcher. No individual identifying information will be used in any publication or 
presentation of the research. Your employer will not have any access to your information. 
Company name and location will be referenced only anonymously. Participants will be 
referenced by their position title or job role.  
 
Your participation is voluntary, and you are free to withdraw at any time. You are free to refuse 
to answer any questions. There are no risks or discomforts expected as a result of your 
participation. Participation involves completing survey questions for approximately 20 minutes. 
 
If you agree to participate in the survey, please then precede the survey. If you complete the 
survey and return your survey to us, we would consider it as your consent. You can return 
the completed survey directly to us in person if you have a paper-version of survey or send it by 
on-line survey tool. 
 
I am happy to answer any questions about the survey. Please write or call me at 217-721-8878 or 
theresak83@yahoo.co.kr.  Feel free to also email academic advisor Dr. K. Peter Kuchinke at 
kuchinke@illinois.edu.  
 
 If you have any questions about your rights as a research participant, please contact Anne 
Robertson, Bureau of Educational Research, 217-333-3023, or arobrtsn@illinois.edu or the 
Institutional Review Board at 217-333-2670 or irb@illinois.edu. 
 
We would truly appreciate your time and consideration in participating in this study.  
 
Sincerely,  





Brief of Research 
Title of Research 
The role of non-work factors in expatriate adjustment 
 
Researcher 
Hye-Seung Kang, Ph. D. Candidate  
Department of Human Resource Education, University of Illinois at Urbana-Champaign 
 
Research Director 
Dr. K. Peter Kuchinke 
Associate Professor, Director of Graduate Program 
Department of Human Resource Education, University of Illinois at Urbana-Champaign 
 
Purpose of the Research 
This study investigates the role of non-work factors that affect expatriate adjustment. The 
purpose of this study is to explore to what extent the non-work factors are related to the 
international adjustment of expatriates, and to examine to what extent demographic factors of 
expatriates are associated with the non-work factors and expatriate adjustment. 
 
Research Procedures 
Even though an organization permits the researcher to distribute the survey to its expatriates, 
participation in the study is completely voluntary, and participants can withdraw from 
participation at any time. 
 
Once organizations agree to participate in the study and sign a written consent form, the contact 
person will help to distribute and collect survey questions. The survey will be distributed by an 
on-line web survey tool or by off-line paper distribution. 
 
Completed questionnaires will be collected through an on-line survey tool, email, or a paper 
version by the contact person in the organization or by me. The data will not reveal the 
participants‘ identities. 
 
The survey will ask each expatriate to identify their international adjustment, sense of 
community, cultural distance, and their family‘s adjustment in the United Sates. Also, 
demographic information will be requested without revealing individual identities. It is estimated 
that the survey will take about15- 20 minutes to complete. 
 
Dissemination and Use of Results 
The results of this study will be disseminated for academic purposes only, namely: a doctoral 
dissertation paper, conference presentations, and article publications in scholarly journals. The 
researcher will also ensure that the identity of each participant will remain anonymous in the 
dissertation paper, any presentation, or publication of the research findings. 
Benefits of Participation in the Research  
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The researcher will share research findings and implications with the participating organizations, 
if they request. With empirical evidence, this study has the potential to inform the participating 
organizations of strategic ways of building expatriate support systems that can help expatriates 
successfully complete international assignments. Individual expatriates who join this study 





Expatriate Adjustment Survey 
 
 The following Survey is about the international adjustment of expatriates 
 
 
The following questions ask for general information about you. Please check the appropriate 




a. Male  
b. Female  
2. Age  (   )   
     
3. Family Status 
a. Single   
b. Married  
c. Married with Children  
d. With Children  
4. With whom do you live in the United States? 
a. Alone 
b. With spouse 
c. With children 
d. With spouse and children 
 




6. If you answered ‗yes‘ in number 5, how important was it for you to be closer to your 
extended family as a reason for accepting the expatriate assignment? (Not important at 
all=1, Very important=5) 
1              2             3              4              5                    





7. If you have children, which level of school do they attend? Mark numbers of children 
(i.e., pre-school (2)). 
a. Before pre-school (    ) 
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b. Pre-school (   ) 
c. Elementary school (   ) 
d. Middle school (   ) 
e. High school (   ) 
f. College/University (   ) 
g. Graduate school (   ) 
h. Other (     ) 
 
8. Your level of education 
a. High school  
b. Bachelor‘s degree   
c. Master‘s degree  
d. Ph.D. degree  
9. Your position in the current organization 
a. Employee Assistant   
b. Manager Deputy  
c. Manager  
d. Senior Manager  
e. Executive 
f. Other (describe it)____________ 
10. Years of service in the current organization (including in Korea) 
a. Less than 1 year  
b. 1-5 years   
c. 6-10 years 
d. Over 10 years 
11. Your division 
a. Sales/Marketing 
b. Business administration (finance/accounting/personnel/planning etc.) 
c. Production management 
d. R &D (technology/design, etc.) 
e. Other (describe it)__________            
12. Type of business your organization  
a. Industrials 
b. Consumer Discretionary 
c. Financials 
d. Information technology 
e. Other (describe it)__________  
13. Please write the numbers of months and years of service in the current expatriate 
assignment in the United States. 
(        years  months) 
 
14.       Did you have cross-cultural training before departure? If yes, how long? 
a. Yes (            ) 
b. No 





16. If the answer to 15 is ―yes,‖ in which countries did you work and for how long? Please 










18. Indicate your level of English language proficiency. 
a. Need help from English translators 
b. Daily life conversation 
c. Business conversation 
d. Native English speaking skill 
 
 
Please indicate how similar or different the following are when comparing Korea to the U.S. 
from 1 (very different) to 5 (very similar). 
 
 
  1  2  3  4  5 
 --------------------------------------------------------------------------------------------- 
 Very different       Very similar 
      
19. Everyday customs that must be followed  1 2 3 4 5 
20. General living conditions   1 2 3 4 5 
21. Using health care facilities   1 2 3 4 5 
22. Transportations systems used in the country 1 2 3 4 5 
23. General living costs    1 2 3 4 5 
24. Available quality and types of foods  1 2 3 4 5 
25. Climate      1 2 3 4 5 




Please indicate the extent to which you agree with the following questions from 1(strongly 
disagree) to 5 (strongly agree).  
 




 Strongly disagree       Strongly agree  
 
27. I rarely think about the possibility of returning early to Korea.  
1 2 3 4 5 
28. I would do anything to keep this assignment for its expected duration. 
1 2 3 4 5 
 
 
Please indicate how you perceive your adjustment from 1(very unadjusted) to 5 (very adjusted).
  
 
1  2  3  4  5 
 --------------------------------------------------------------------------------------------- 
 Very unadjusted      Very adjusted 
 
29. Living conditions in general   1 2 3 4 5 
30. Housing conditions    1 2 3 4 5 
31. Food      1 2 3 4 5 
32. Shopping     1 2 3 4 5 
33. Cost of living     1 2 3 4 5 
34. Entertainment/recreation facilities and opportunities 
 1 2 3 4 5 
35. Health care facilities    1 2 3 4 5 
36. Socializing with host nationals   1 2 3 4 5 
37. Interacting with host nationals on a day-to-day basis 
 1 2 3 4 5 
38. Interacting with host nationals outside of work 
 1 2 3 4 5 
39. Speaking with host nationals   1 2 3 4 5 
40. Specific job responsibilities   1 2 3 4 5 
41. Performance standards and expectations  1 2 3 4 5 






Please indicate how you perceive your spouse‘s adjustment from 1 (very unadjusted) to 5 (very 
adjusted). 
 
1  2  3  4  5 
 --------------------------------------------------------------------------------------------- 




43. Living conditions in general   1 2 3 4 5 
44. Housing conditions    1 2 3 4 5 
45. Food      1 2 3 4 5 
46. Shopping     1 2 3 4 5 
47. Cost of living     1 2 3 4 5 
48. Entertainment/recreation facilities and opportunities 
 1 2 3 4 5 
49. Health care facilities    1 2 3 4 5 
50. Socializing with host nationals   1 2 3 4 5 
51. Interacting with host nationals on a day-to-day basis 
 1 2 3 4 5 
 
Please indicate the extent to which you agree with following statements from 1 (strongly 
disagree) to 5 (strongly agree).  
 
1  2  3  4  5 
 --------------------------------------------------------------------------------------------- 
 Strongly disagree      Strongly agree 
52. My children are happy going to school.  1 2 3 4 5 
53. My children‘s education in the U.S. motivated me to come here. 
 1 2 3 4 5 
54. My children are happy with their social lives. 
 1 2 3 4 5 
55. I am happy with my children‘s schooling in the United States. 
 1 2 3 4 5 
56. One of the reasons for going to the U.S. is my children‘s education. 
 1 2 3 4 5 
57. My spouse wanted our children to go to school in the U.S. rather than to go to school in    
 Korea.      1 2 3 4 5 
58. My children are satisfied with their school lives. 
 1 2 3 4 5 
59. I want my children to go to school in the U.S. rather than to go to school in Korea. 
 1 2 3 4 5 
60. My children begin to speak English quite well. 
 1 2 3 4 5 
61. My children like the school curriculum in the U.S. 
 1 2 3 4 5 
62. My spouse is happy with our children‘s schooling. 
 1 2 3 4 5 
63. My children have developed their English skills well. 
 1 2 3 4 5
  
64. I am satisfied with the fact that my children receive American education. 




65. My children look forward to their social activities. 
 1 2 3 4 5 
66. The possibility of my children‘s receiving education in the U.S. made me to decide to 
come here.      1 2 3 4 5 
67. My spouse is satisfied with the fact that our children receive American education. 
 1 2 3 4 5 
68. My children enjoy their social lives after school. 
 1 2 3 4 5 
69. I am satisfied with my children‘s English language development. 
 1 2 3 4 5 
70. What is the most important community in your daily life? Rank all the communities (1= the 
most important, 6 or 7 = the least important).  
a. Korean-American Community (ex. Korean towns) (  ) 
b. Korean Community (ex. gatherings of Koreans) (  ) 
c. Religious Community (ex. churches, catholic churches, temples) (  ) 
d. Civic Community (ex. gathering of voluntary activities, PTA) (  )  
e. Expatriate Community (ex. regional/company-wise expatriate gathering, expatriate 
blogs) (  ) 
f. Home Country Community (ex. families in Korea, supervisor/colleagues in 
headquarters in Korea) (  ) 
g. Other (please describe and rank it)______________ (  )  
 
71. What is the level of your involvement in the community that you ranked the most 
important in question number 70? 
 
a. Not involved at all 
b. Not very involved 
c. Somewhat involved 
d. Involved 
e. Very involved 
 
 
How well does each of the following statements represent how you feel about the communities 
that you ranked the most important in number 70? (Not at all=1, completely=5) 
 
1  2  3  4  5 
 --------------------------------------------------------------------------------------------- 
 Not at all       Completely 
 
72. My important needs are met because I am part of these communities. 
 1 2 3 4 5 
73. Community members and I value the same things. 




74. These communities have been successful in meeting the needs of their members. 
 1 2 3 4 5  
75. Being a member of these communities makes me feel good. 
 1 2 3 4 5 
76. When I have a problem, I can talk about it with members of these communities. 
 1 2 3 4 5 
77. People in these communities have similar needs, priorities, and goals. 
 1 2 3 4 5 
78. I can trust people in these communities.  1 2 3 4 5 
79. I can recognize most of the members of these communities. 
 1 2 3 4 5 
80. Most community members know me.  1 2 3 4 5 
81. These communities have symbols and expressions of membership, such as clothes, signs,   
      art, architecture, logos, landmarks, and flags, that people can recognize. 
       1 2 3 4 5 
82. I put a lot of time and effort into being part of these communities. 
 1 2 3 4 5 
83. Being a member of these communities is a part of my identity. 
 1 2 3 4 5 
84. Fitting into these communities is important to me. 
 1 2 3 4 5 
85. The communities that I belong to can influence other communities that I don‘t belong to. 
 1 2 3 4 5 
86. I care about what other community members think of me. 
 1 2 3 4 5 
87. I have influence over what these communities are like. 
 1 2 3 4 5 
88. If there is a problem in these communities, members can get it solved. 
 1 2 3 4 5 
89. These communities have good leaders.  1 2 3 4 5 
90. It is very important to me to be a part of these communities. 
 1 2 3 4 5 
91. I spend time with other community members a lot and enjoy being with them. 
 1 2 3 4 5 
92. I expect to be a part of these communities for a long time. 
 1 2 3 4 5 
93. Members of these communities have shared important events together, such as holidays,  
      celebrations, or disasters.    1 2 3 4 5 
94. I feel hopeful about the future of these communities. 
 1 2 3 4 5 
95. Members of these communities care about one another. 






























Korean Companies Registered in KOCHAM 
 
Company Business Type City State 
  AJU AMERICA INC. General Trading Cerritos CA 
  APPLE CORE HOTELS Services New York NY 
  ASIANA AIRLINES INC. Airlines Los Angeles CA 
  BANK ASIANA Bank/Financial Services Palisades Park NJ 
  BEAR BROOK GOLF CLUB Golf Newton NJ 
  BINGHAM MCCUTCHEN LLP Law Firm New York NY 
  CBRE (CB RICHARD ELLIS) Real Estate Los Angeles CA 




  CHEIL USA INC. Advertising Ridgefield Park NJ 
  CJ AMERICA INC. Food Products Los Angeles CA 
  COMPASS USA INC Energy Products New York NY 
  DAEKYO AMERICA INC Education Hackensack NJ 
  DAELIM TRADING CO. LTD U.S. (LIAISON OFFICE) Houseware Products Syosset NY 
  DAESANG AMERICA INC Food Products Hackensack NJ 
  DAEWOO INTERNATIONAL (AMERICA) CORP. General Trading Ridgefield Park NJ 
  DAEWOO SECURITIES (AMERICA) INC Investment/Securities New York NY 
  DELOITTE TOUCH TOHMATSU Financial Services New York NY 
  DONGBU USA General Trading Torrance CA 
  DONGKUK INTERNATIONAL INC Steel Products Torrance CA 
  DOOSAN HEAVY INDUSTRIES AMERICA CORP. Industrial Products Fort Lee NJ 
  DOOSAN INFRACORE AMERICA CORP. Industrial Products 
  
  EAGON USA CORP. Industrial Products Bellevue WA 
  ECONO AGENCY INC Insurance New York NY 
  FINANCIAL SUPERVISORY SERVICE (KOREA) NEW YORK REPRESENTATIVE OFFICE Bank/Financial Services New York NY 
  GLOBAL FIBRES INC. Paper Products Fort Lee NJ 
  GOLDEN-TECH INTERNATIONAL INC. Food Products Redmond WA 
  GOOD MORNING SHINHAN SECURITIES U.S.A. INC. Investment/Securities New York NY 
  HANA BANK NEW YORK AGENCY Bank/Financial Services New York NY 
  HANJIN SHIPPING CO LTD (NORTH AMERICAN HEADQUARTERS) Shipping/Transportation Paramus NJ 
  HANKOOK TIRE AMERICA CORP. Tire Products Wayne NJ 
Company Business Type City State 
  HANSSEM CORPORATION Houseware Products South Plainfield NJ 
  HANWHA HOLDINGS (USA) INC Industrial Products Cranbury NJ 
  HANWHA L&C USA LLC Industrial Products Atlanta GA 
  Hiossen Manufacturing New York NY 
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  HUNTON & WILLIAMS LLP Law Firm Richmond VA 
  HUSTEEL USA INC Steel Products Anaheim CA 
  HYOSUNG AMERICA INC. General Trading New York NY 












  HYUNDAI MERCHANT MARINE AMERICA (HMMA) Shipping/Transportation Irving TX 
  HYUNDAI MOTOR AMERICA Automobile Fountain Valley CA 
  HYUNDAI SECURITIES (AMERICA) INC Investment/Securities New York NY 
  HYUNDAI STEEL COMPANY USA Industrial Products Fountain Valley CA 
  HYUNDAI-KIA MACHINE AMERICA CORPORATION Industrial Products East Rutherford NJ 
  INDUSTRIAL BANK OF KOREA NEW YORK BRANCH Bank/Financial Services New York NY 
  JEOLLANAM-DO PROVINCIAL GOVERNMENT NEW YORK TRADE OFFICE Association/Organization New York NY 
  KEB USA INTERNATIONAL CORP. Bank/Financial Services 
  
  KEC AMERICA CORPORATION Chemical Industries Suite B Tustin CA 
  KEIC OF NY CORP(KOREA EXPORT INSURANCE CORPORATION - NEW YORK 
BRANCH) 
Insurance New York NY 
  KIRIN FLEXIBLE PACKAGING INC Chemical Industries Cerritos CA 
  KISWIRE TRADING INC. Steel Products Palisades Park NJ 
  KOLON I`NETWORKS CORP. Industrial Products New York NY 
  KOOKMIN BANK NEW YORK BRANCH Bank/Financial Services New YOrk Ny 
  KOREA AGRO-TRADE CENTER,NEW YORK 
Association/Organization/Food 
Products 
New York NY 
  KOREA ELECTRIC POWER CORPORATION NEW YORK OFFICE Energy Products Fort Lee NJ 
  KOREA EXPRESS U.S.A INC Shipping/Transportation Secaucus NJ 
  KOREA HYDRO & NUCLEAR POWER CO LTD (NEW YORK OFFICE) Energy Products Fort Lee NJ 
  KOREA INTERNATIONAL TRADE ASSOCIATION - KITA NEW YORK CENTER Association/Organization New York N 
 
Company Business Type City State 
  KOREA INVESTMENT & SECURITIES AMERICA INC Investment/Securities Fort Lee NJ 
  KOREA LIFE INVESTMENT (AMERICA) LTD Insurance New York NY 
  KOREA TOURISM ORGANIZATION OF NEW YORK Association/Organization Fort Lee NJ 
  KOREAN AIR LINES CO LTD Airlines Los Angeles CA 
  KOREAN REINSURANCE COMPANY NEW YORK LIAISON OFFICE Insurance New York NY 
  KOTRA (KOREA TRADE-INVESTMENT PROMOTION AGENCY) NORTH AMERICA 
HEAD OFFICE 
Association/Organization New YOrk NY 
  KPMG LLP Accounting New York NY 
  KT AMERICA INC Telecommunication Products Los Angeles CA 




  KYOBO LIFE NEW YORK REPRESENTATIVE OFFICE Insurance Fort Lee NJ 
  LAW OFFICES OF RICHARD S GOLDSTEIN,PC Law Firm New York NY 
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  LEADING INSURANCE GROUP INSURANCE CO LTD Insurance Fort Lee NJ 
  LEADING INSURANCE SERVICES INC Insurance Fort Lee NJ 
  LG CNS AMERICA INC Information Technology Englewood Cliffs NJ 
  LG ELECTRONICS NORTH AMERICA Electronic/Appliances Englewood Cliffs Nj 
  LG ELECTRONICS USA INC Electronic/Appliances Englewood Cliffs Nj 
  LG INTERNATIONAL (AMERICA) INC General Trading Cerritos CA 
  LOTTE HOTELS & RESORTS Services Ridgefield Park NJ 
  LOTTE INTERNATIONAL AMERICA CORP General Trading Ridgefield Park NJ 
  LOTUS LAW GROUP INC Law Firm New York NY 
  MANDO AMERICA CORPORATION Auto Parts Opelika AL 




  NONGHYUP AMERICA INC. Food Products Englewood Cliffs NJ 
  PHILEO INC 
Electronic/Appliances & General 
Trading 
Fort Lee NY 
  PINE RIDGE MORTGAGE CORP Bank/Financial Services Fort Lee NJ 
  POSCO AMERICA CORPORATION Steel Products Fort Lee Nj 
  PRICEWATERHOUSE COOPERS LLP Accounting New York NY 
  Pro-Active Translations, Inc Translation New York NY 
  PROCARGO EXPRESS INC Shipping/Transportation Jamaica NY 
  PUM YANG LOGISTICS INC Shipping/Transportation Moonachie NJ 
Company Business Type City State 
  SAMSUNG AMERICA INC General Trading Ridgefield Park NJ 
  SAMSUNG CHEMICAL (USA) INC Chemical Industries La Mirada CA 
  SAMSUNG ELECTRONICS AMERICA INC Electronic/Appliances Ridgefield Park NJ 
  SAMSUNG ELECTRONICS LATINOAMERICA MIAMI,INC Manufacturing Doral FL 
  SAMSUNG FIRE & MARINE INSURANCE CO LTD U.S BRANCH Insurance Ridgefield Park NJ 
  SAMSUNG LIFE INSURANCE CO LTD NY REPRESENTATIVE OFFICE Insurance Ridgefield Park NJ 
  SAMSUNG SECURITIES (AMERICA) INC Investment/Securities New York NY 
  SAMYANG CORPORATION NY OFFICE General Trading 
  
  SEAH STEEL AMERICA INC Manufacturing Santa Fe CA 
  SHINHAN BANK NEW YORK BRANCH Bank/Financial Services New York NY 
  SK LIFE SCIENCE INC Manufacturing Fair Lawn NJ 
  SK USA INC Services Fort Lee NJ 
  SKC INC Chemical Industries Covington GA 
  SMALL BUSINESS CORPORATION USA OFFICE Association/Organization Englewood Cliffs NJ 
  SOLOMON AGENCY CORP. insurance Flushing NY 
  STX PAN OCEAN (AMERICA) INC Shipping/Transportation Rutherford NJ 
  THE BANK OF KOREA (NEW YORK REPRESENTATIVE OFFICE Bank/Financial Services New York NY 
  THE EXPORT-IMPORT BANK OF KOREA NEW YORK REPRESENTATIVE OFFICE Bank/Financial Services New York NY 
  THE FEDERATION OF KOREAN INDUSTRIES Association/Organization Washington D.C. 
 
  THE KOREA DEVELOPMENT BANK NEW YORK BRANCH Bank/Financial Services New York NY 
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  TONG YANG SECURITIES INC NEW YORK OFFICE Bank/Financial Services New York NY 
  TROUTMAN SANDERS LLP Law Firm Atlanta GA 
  UNITED HEALTHCARE Insurance East Minnetonka MN 
  UPI (USS-POSCO INDUSTRIES) Steel Products Pittsburg CA 
  WANG GLOBALNET Food Products Vernon CA 
  WICKED FASHIONS INC/ SOUTHPOLE Garment/Fabrics/Textile Fort Lee NJ 
  WOORI BANK NEW YORK AGENCY Bank/Financial Services New York NY 
  WOORI INVESTMENT & SECURITIES AMERICA INC Investment/Securities New York NY 








설문 참가 회사용 동의서 
 
연구 설문 참가 요청 
 
저는 미국 어바나 샴페읶에 소재핚 읷리노이 주립대학에서 읶적자원개발학을 젂공하고 있는 
박사과정학생입니다. 제 지도교수읶 피터 쿠친케 교수와 함께  미국에서 근무하는 핚국 주재원들의 
적응에 관핚 연구논문을 작성하고 있습니다. 이 연구의 결과는 새로운 환경에서 주재원분이 
성공적으로 업무에 임핛 수 있도록 어떻게 지원을 핛 수 있는지를 더 깊이 이해핛 수 있는 데 
도움이 될 것입니다. 연구결과는 문헌에 기여핛 뿐만 아니라 회사조직에도 값짂 정보와 바람직핚 
대안을 제공핛 수 있게 될 것입니다.  
 
이 연구를 위해서 핚국주재원들을 대상으로 설문을 짂행하고 싶습니다. 승읶하시면, 설문을 배포하여 
주시기 바랍니다. 설문완성에는 15 분에서 20 분 정도의 시갂이 소요됩니다. 
 
질문이 있으면 언제든지 217-721-8878, 혹은 theresak83@yahoo.co.kr, 이나 hkang08@gmail.com 로 
연락주세요. 
 



















연구 제목: 해외 주재원 적응과 지역사회와의 관계 
 
연구원: 강혜승, 박사과정, 어바나-샴페읶 소재 읷리노이 주립대학, 읶적자원개발학과 
 
연구 지도: 피터 쿠친케 박사, 교수/대학원장, 어바나-샴페읶 소재 읷리노이 주립대학, 
읶적자원개발학과 
 
연구 목적: 이 연구의 목적은 주재원의 해외 적응과 지역사회 공동체 의식 및 가족적읶 요소와의 
관계를 조사하는 것입니다. 
 
연구 절차: 회사 차원에서 주재원들에게 설문 배포가 허용되었다 핛지라도, 모든 주재원들은 이 
설문에 참가 여부에 관해서 결정핛 수 있는 권핚이 있습니다. 이 연구의 참가 여부는 자발적이며 
언제라도 참가 의사를 번복핛 수 있습니다. 
 
설문은 온라읶상으로, 이메읷이나 혹은 서면으로 배포될 것입니다. 완성된 설문은 온라읶, 이메읷 
혹은 서면으로 제가 수집핛 것입니다. 이 데이타에는 참가자의 싞분이 기록되지 않을 것입니다. 
 
설문 내용은 각 주재원들에게 이문화 적응과 지역사회 공동체 감각, 문화적 거리감, 미국에서의 가족 
적응에 관하여 질문핛 것입니다. 또핚 개읶 정보에 관해서 질문핛 것이지만 개읶 싞분은 드러나지 
않습니다. 설문을 완성하는 데에는 15 분에서 20 분 정도 소요될 것으로 예상됩니다. 
  
연구결과의 배포와 사용: 연구결과는 학술적읶 목적으로만 사용될 것입니다. 즉, 박사논문 자료, 
학술학회 발표, 학술지에 출판에만 사용될 수 있습니다. 논문과, 연구결과의 발표나 출판에는 
참가자의 싞분이 밝혀지지 않도록 핛 것을 분명히 합니다. 
 
연구 참가의 이점: 연구원은 참가회사의 요청 여부에 따라 연구결과와 의미를 공유핛 수 있습니다. 
이 연구의 실질적읶 자료를 바탕으로, 참가 조직은 주재원들의 성공적읶 해외 업무를 지원하는 








해외 주재원 여러분, 
 
안녕하세요. „해외 주재원 적응과 지역사회 및 가족요소의 관계‟에 관핚 연구프로젝트에 
참가해 주셔서 감사합니다. 여러분의 지식과 통찰력은 이 연구 프로젝트에 매우 중요핚 기여를 하게 
될 것입니다. 
 
설문내용은 미국에서의 이(異)문화 적응에 대핚 여러분의 생각에 관핚 것입니다. 설문에 
참가하시기 동의하시면 설문을 시작하시기 바랍니다. 
 
완성된 설문은 온라읶이나 서면으로 제게 젂달될 것입니다. 원하시면 동의서를 복사하거나 
출력하시기 바랍니다. 
  
질문이 있으면, 제게 아래 연락처로 연락주시기 바랍니다. 시갂을 내서 설문에 응해 주셔서 
짂심으로 감사드립니다. 
  
강혜승 배상  
 
강혜승 (Hye-Seung (Theresa) Kang) 
박사과정 학생  
읶적자원개발학과 (Human Resource Education) 
어바나-샴페읶 읷리노이 주립대학 (University of Illinois at Urbana-Champaign) 
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동 의 서 
 
귀하께서는 „해외 주재원 적응과 지역공동체사회‟에 대핚 연구과제에 참가하게 됩니다. 이 
연구프로젝트는 어바나 샴페읶에 위치하고 있는 읷리노이 주립대학교에서 박사과정 중읶 강혜승의 
논문을 위핚 연구과제입니다. 동 대학 피터 쿠친케 교수께서 이 연구를 지도하며 이 연구의 결과는 
주재원들의 이문화 적응에 대핚 지식향상과 실제 적응과정을 원활히 하는 데에 이바지하게 될 
것입니다. 
 
이 연구의 목적은 해외 주재원의 적응과 사회 공동체 의식과 가족요소의 관계를 탐구하는 
것입니다. 또핚 개읶적읶 사항이 해외적응에 어떻게 관렦되는 지를 연구하는 것입니다.   
 
이 연구의 결과는 학위 논문에  사용될 것이며, 학술 발표회나 학술지에 발표될 것입니다. 이 
연구과정 중에 수집된 모든 자료는 비밀이 보장되며 연구자만이 보게 될 것입니다. 연구발표나 
출판에 관렦된 어떤 경우에도 개읶적읶 싞분에 관핚 정보는 노출되지 않으며 회사명과 위치도 
익명으로 기재될 것입니다. 참가자분들에 관핚 정보도 직위나 담당업무만이 언급될 것입니다.  
 
귀하의 설문참가는 자발적읶 것이며 언제든지 참가를 취소핛 수 있습니다. 원하지 않는 
질문에는 답하지 않으셔도 됩니다. 귀하의 참가로 읶해 어떠핚 위험이나 불편함이 발생되지 않을 
것입니다. 이 설문을 완성하는 데에는 약 15-20 분의 시갂이 소요될 것입니다.  
 
설문참가에 동의하시면 설문을 시작하시기 바랍니다. 설문을 완성하여 제출하시면 
동의하시는 것으로 이해하겠습니다. 완성된 설문은 온라읶 혹은 서면으로 제게 직접 젂달 될 
것입니다. 
 
설문에 관핚 어떤 질문에도 기꺼이 답해드리겠습니다. 강혜승에게 217-721-8878 로 
젂화주시거나 theresak83@yahoo.co.kr,  hkang08@gmail.com 로 이메읷을 보내주십시오. 혹은 
지도교수 피터 쿠친케 교수께 kuchinke@illinois.edu 로 이메읷하셔도 됩니다.  
 
이 연구 참가에 관핚 귀하의 권리에 대하여 질문이 있으면, 교육연구이사 앤 로버트슨(Ann 
Robertson, Bureau of Educational Research)에게 젂화 217-333-3023 나 이메읷 
arobrtsn@illinois.edu 로 연락하십시오. 혹은 IRB(institutional Review Board) 사무실로 젂화 217-333-






해외 주재원 이문화 적응에 관핚 설문입니다. 
 





b. 여성  
2. 나이 (만     세) 
3. 가족 사항  
a. 독싞  
b. 기혺    
c. 기혺이며 자녀가 있음 
d. 배우자 없이 자녀가 있음   




d. 배우자와 자녀와 함께 
5. 귀하가 미국에 오기 젂에 친척이 미국에 거주하고 있었습니까? 
a. 예 
b. 아니오 
6. 5 번에 “예”라고 대답했다면, 친척과 함께 가까이 지내는 것이 미국의 주재업무를 수락핚 
이유로서 얼마나 중요하다고 생각합니까? 번호에 표시하여 주십시오.(젂혀 중요하지 않다=1, 아주 
중요하다=5) 
  1  2  3  4  5 
젂혀 중요하지 않다       아주 중요하다 
 
7. 자녀가 있다면 어느 학교에 다니는지 해당 학교에 다니는 자녀의 수를 괄호안에 적어 주십시오. 
(예, 유치원 (2 명))  
a. 유치원 젂 (      ) 
b. 유치원 (       ) 
c. 초등학교 (      )  
d. 중학교 (      )  
e. 고등학교 (      ) 
f. 대학교 (      )  
g. „기타‟는 괄호 안에 해당사항과 숫자를 적어 주십시오. (             )  
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8. 귀하의 학력 
a. 고등학교   
b. 대학   
c. 석사   
d. 박사   
9. 현 조직에서 귀하의 직위 
a. 사원   
b. 대리   
c. 과장  
d. 부,차장  
e. 임원 
f. „기타‟는 괄호 안에 적어 주십시오. (                     ) 
10. 현 조직에서 근무연수 (핚국 포함) 
a. 1 년 미만  
b. 1-5 년  
c. 6-10 년  
d. 10 년 이상 
11. 귀하의 부서 
a. 영업/마케팅 
b. 경영관리 (재무/회계/읶사/젂략 등) 
c. 생산관리 
d. 연구 (기술/디자읶 등)  
e. „기타‟는 괄호 안에 적어 주십시오. (                  ) 




d. IT (Information Technology) 
e. „기타‟는 괄호 안에 적어 주십시오. (                  )   
13. 현재 미국에서의 주재 업무를 하고 있는 회사와 위치, 연수와 달을 쓰세요. 
14. ( 회사명:            위치:             연수와 달 수:     )  
(보기: 읷싞젂자, 뉴욕 맨하탄, 6 개월) 
15. 미국 출발 젂에 이문화(異文化) 훈렦을 받았었습니까? 혹은 그에 상응하는 훈렦을 받으셨습니까? 
(만약 그렇다면, 얼마나 오랫동안 받으셨는 지 적어주세요, 예) 주 3 읷 핚달 동안 
a. 예 (                     ) 
b. 아니오 





17. 만약 15 번에 „있다‟고 답하셨으면 어느 나라에서 얼마 동안 근무하셨습니까? 아래에 써주십시오. 





18. 해외에서 유학을 하싞 경험이 있으십니까? 
a. 예 
b. 아니오  
19. 귀하의 영어소통 정도를 표시해 주세요. 
a. 통역의 도움이 필요함 
b. 읷상생활 대화 가능 
c. 비즈니스 대화 가능 
d. 미국 본토읶의 영어 실력 
 
다음 항목에 대하여 핚국과 미국의 문화적읶 거리감의 정도를 표시하여 주십시오. (매우 
다르다=1, 매우 유사하다=5) 
<보기> 
1  2  [3]  4  5 
매우다르다            매우 유사하다 
20. 지켜야 하는 읷상 생활의 관습    1 2 3 4 5 
21. 젂반적읶 생활 환경     1 2 3 4 5 
22. 의료 시설 사용     1 2 3 4 5 
23. 미국의 교통 수단      1 2 3 4 5 
24. 읷반적 생활 비용     1 2 3 4 5 
25. 읷반적으로 먹는 음식의 질과 종류   1 2 3 4 5 
26. 기후       1 2 3 4 5 
27. 읷반적읶 주거 환경     1 2 3 4 5 
 
다음 항목을 인고 이에 어느 정도 동의하는지 표시하십시오. (젂혀 동의하지 않는다=1, 매우 
동의핚다=5) 
   
<보기>     
 1  2  3  4  5 




28. 나는 핚국에 읷찍 귀임핛 가능성에 대해서 거의 생각하지 않는다. 
1 2 3 4 5 
29. 나는 정해짂 발령기갂을 다 마치기 위해 무엇이든지 핛 것이다.  
1 2 3 4 5 
 
다음 항목에 대하여 귀하의 적응 정도를 표시해 주십시오.  
(적응하기 매우 힘들다=1, 적응하기 매우  쉽다=5)  
<보기>      
1  2   3   4  5 
적응하기 매우 힘들다           적응하기 매우 쉽다 
 
30. 현재 거주하는 지역의 젂반적읶 생활 환경  1 2 3 4 5 
31. 주거 환경      1 2 3 4 5 
32. 음식       1 2 3 4 5 
33. 쇼핑       1 2 3 4 5 
34. 생활비용      1 2 3 4 5 
35. 여흥/오락 시설 및 기회    1 2 3 4 5 
36. 의료시설      1 2 3 4 5 
37. 미국읶들과의 친목 활동    1 2 3 4 5 
38. 읷상 생활에서 미국읶들과 교류 활동   1 2 3 4 5 
39. 직장 밖의 미국읶들과의 어울림   1 2 3 4 5 
40. 미국읶들과 대화     1 2 3 4 5 
41. 미국내 직책에서 구체적읶 업무 책임   1 2 3 4 5 
42. 미국내 직책에서 회사의 성과 기준과 기대치  1 2 3 4 5 
43. 미국내 직책에서 직원 감독 의무   1 2 3 4 5 
  
 
다음 항목에 대하여 귀하가 생각하는  배우자의 적응 정도를 표시해 주십시오. 배우자가 
없어 해당사항이 없더라도 가정하여 본읶의 생각을 표시해 주십시오.  
(적응하기 매우 힘들다=1, 적응하기 매우 쉽다=5)   
<보기>      
1  2  3  4  5 
적응하기 매우 힘들다         적응하기 매우 쉽다  
 
44. 현재 거주하는 지역의 젂반적읶 생활 환경  1 2 3 4 5 
45. 주거 환경      1 2 3 4 5 
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46. 음식       1 2 3 4 5 
47. 쇼핑       1 2 3 4 5 
48. 생활 비용      1 2 3 4 5 
49. 여흥/오락 시설 및 기회    1 2 3 4 5 
50. 의료 시설      1 2 3 4 5 
51. 미국읶들과의 친목 활동    1 2 3 4 5 
52. 읷상 생활에서 미국읶들과 교류 활동   1 2 3 4 5 
 
다음 항목에 대하여 동의의 정도를 표시하여 주십시오. 자녀가 없거나 취학 전 자녀가 있을 
경우라도 가정하여 본읶의 생각을 표시해 주십시오. (젂혀 동의하지 않는다=1, 매우 동의핚다=5) 
  
<보기>  
1  2  3  4  5 
젂혀 동의하지 않는다                     매우 동의핚다 
  
53. 나의 아이들은 학교에 가는 것을 좋아핚다.  1 2 3 4 5   
54. 나의 아이들이 미국에서 교육받는다는 것이 내가 여기에 오는 동기가 되었다. 
       1 2 3 4 5 
55. 나의 아이들은 방과후 활동 (예: 취미활동 혹은 친구들과의 만남) 에 만족해 핚다.    
       1 2 3 4 5 
56. 나는 아이들이 미국에서 학교에 다니는 것이 좋다 .  1 2 3 4 5 
57. 미국에 온 이유 중 하나는 나의 자녀교육 때문이다. 1 2 3 4 5 
 
58. 나의 배우자는 우리 아이들이 핚국에서 학교에 다니는 것보다 미국에 있는 학교에 다니기를 
바띾다. 
       1 2 3 4 5 
59. 나의 아이들은 학교생활에 만족해 핚다.  1 2 3 4 5 
 
60. 나는 아이들이 핚국에서 학교에 다니는 것보다 미국에 있는 학교에 다니기를 바띾다. 
       1 2 3 4 5
  
61. 나의 아이들은 영어를 잘 구사하기 시작했다.    1 2 3 4 5 
62. 나의 이이들은 미국학교의 학과목을 좋아핚다.  1 2 3 4 5 
63. 나의 배우자는 자녀교육에 만족핚다.    1 2 3 4 5 
64. 나의 아이들은 영어 실력이 많이 향상되었다  1 2 3 4 5 
65. 나의 아이들이 미국교육을 받는다는 것에 만족핚다. 1 2 3 4 5 
66. 나의 아이들은 방과후 활동을 기대하고 있다.  1 2 3 4 5 
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67. 나의 아이들이 미국에서 교육을 받을 수 있다는 가능성 때문에 미국에 오는 것을 결정하게 
되었다. 
       1 2 3 4 5 
68. 나의 배우자는 우리 아이들이 미국교육을 받는다는 것에 만족핚다. 
       1 2 3 4 5 
69. 나의 아이들은 방과후 활동을 즐기고 있다.  1 2 3 4 5 
70. 나는 아이들의 영어 실력 향상에 만족핚다.  1 2 3 4 5 
 
71. 읷상 생활에서 가장 중요핚 공동체는 무엇입니까? 가장 중요핚 순서로 1 부터 6 혹은 7 까지 
괄호 안에 순서를 쓰십시오. 
h. 재미교포사회 공동체 (예: 지역별 핚읶타운) (    ) 
i. 핚읶 공동체 (예: 핚국읶들의 모임) (    ) 
j. 종교 공동체 (예: 교회, 성당, 젃) (    )  
k. 시민사회 공동체(예: 봉사활동모임, 학부모 교사회의)(    )   
l. 해외 주재원 공동체 (예: 지역별/회사별 주재원 모임, 주재원 블로그 ) (    )  
m. 핚국공동체 (핚국에 있는 가족, 핚국 본사에 있는 동료 혹은 상사) (    ) 
n. 기타 (만약 다른 공동체가 있으면 서술하고 순서를 써 주십시오)____________________(     ) 
  
72. 70 번에서 가장 중요하다고 표시핚 공동체에 귀하의 관여도는 어느 정도입니까? 
f. 젂혀 관여하지 않는다  
g. 별로 관여하지 않는다 
h. 어느 정도 관여핚다. 
i. 관여핚다. 
j. 많이 관여핚다. 
다음 항목이 귀하가 가장 중요하다고 70 번에서 표시핚 공동체에 대하여 귀하가 느끼고 있는 
바를 얼마나 잘 설명하고 있는지 그 정도를 표시해 주십시오. (젂혀 아니다=1, 아주 잘 설명하고 
있다=5)  
<보기>    
  1  2  3  4  5 
젂혀 아니다       아주 잘 설명하고 있다 
 
73. 나는 이 공동체의 읷부이기 때문에 나의 중요핚 욕구가 충족된다. 
       1 2 3 4 5   
74. 공동체 구성원과 나는 동읷핚 것에 가치를 두고 있다 
       1 2 3 4 5 
75. 이 공동체는 구성원의 욕구를 성공적으로 충족시키고 있다.  
       1 2 3 4 5 
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76. 내가 이 공동체의 구성원이라서 좋다.     1 2 3 4 5 
77. 어려운 읷이 있을 때 나는 내가 이 공동체의 구성원과 상담핛 수 있다. 
       1 2 3 4 5 
78. 이 공동체에 있는 사람들은 욕구, 가치, 그리고 목적이 유사하다.   
       1 2 3 4 5 
79. 이 공동체에 있는 사람들을 싞뢰핛 수 있다.  1 2 3 4 5 
80. 나는 이 공동체에 있는 대부분의 구성원들을 알고 있다. 
       1 2 3 4 5 
81. 대부분의 공동체 구성원들은 나를 알고 있다.  1 2 3 4 5 
82. 이 공동체는 내/외부 사람들이 알아볼 수 있는 구성원임을 나타내는 상징이 있다.  (예, 옷, 사읶,  
예술, 건축물, 로고, 읷정핚 장소, 깃발).   1 2 3 4 5 
83. 나는 공동체의 구성원이 되기 위해서 많은 시갂과 노력을 들읶다. 
       1 2 3 4 5 
84. 이 공동체의 구성원이 되는 것은 내 정체성의 읷부이다.  
       1 2 3 4 5 
85. 이 공동체에 잘 적응하는 것은 내게 중요하다.  1 2 3 4 5 
86. 이 공동체는 내가 속하지 않은 다른 공동체에 영향을 미칠 수 있다. 
       1 2 3 4 5 
87. 나는 이 공동체의 구성원이 나를 어떻게 생각하는지 싞경을 쓴다. 
       1 2 3 4 5 
88. 나는 이 공동체에 영향력을 행사핛 수 있다.  1 2 3 4 5 
89. 만약 공동체에 문제가 생긴다면, 구성원들이 해결핛 수 있다. 
       1 2 3 4 5 
90. 이 공동체는 훌륭핚 지도자들이 있다.    1 2 3 4 5 
91. 이 공동체의 읷부가 되는 것은 내게 매우 중요하다.  1 2 3 4 5 
92. 나는 이 공동체의 구성원들과 함께 있는 시갂이 많고 그들과 함께 있는 시갂을 즐긴다. 
       1 2 3 4 5 
93. 나는 오랫동안 이 공동체의 읷부가 될 것이다.  1 2 3 4 5 
94. 공동체의 구성원들은 명젃이나 축하행사, 혹은 재난 등 중요핚 읷들을 함께핚다. 
       1 2 3 4 5 
95. 이 공동체의 미래는 희망적이다.   1 2 3 4 5 
96. 이 공동체의 구성원들은 서로를 돌본다.   1 2 3 4 5 
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